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ABSTRACT 
 
This study investigated whether an employees’ perception of the ethical culture in 
the organisation and their perception of their own ethicality influenced their level of 
organisational identification and additionally, whether this relationship between 
perceived ethical culture and organisational identification had an influence on 
workplace wellbeing.  
The aim of this research study was to measure employees’ perceptions of 
organisational ethics, their relative self-ethicality, organisational identification, and 
wellbeing, in order to develop a model pertaining to the relationship between these 
three constructs. 
Research showed that employees’ perceptions of the ethical culture in their 
organisation can influence how they identify with that particular organisation. 
Research also indicated that the differences between perceived organisational 
ethicality and relative self-ethicality exist. Additionally, research showed the 
influence of perceived ethical culture and relative self-ethicality has indicated a 
relationship between organisational identification and wellbeing respectively. 
However, to date and to the researcher’s knowledge there has been no 
investigation of the relationship between these four constructs. 
This research study was quantitative in nature in which a questionnaire was utilised 
as a research method. A sample of 111 respondent from three organisations in the 
automation industry in the Eastern Cape, Port Elizabeth was utilised for this 
research study. The main findings indicated that an alternative model resulted to 
be a good fit through structural equation modelling. 
The results illustrated that organisational ethicality has an influence on how 
employees identify with their organisations and how this relationship influences 
wellbeing. Therefore, it is worthwhile to invest in an ethical organisational culture 
for the sustainability of the organisation and its employees’ livelihoods. 
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This study contributes to the literature based on perceived ethical culture, 
organisational identification, and workplace wellbeing. Additionally, the study 
provides readers with a model on how these concepts influence each other. 
 
KEY WORDS:  Organisational Ethicality; Relative Self-Ethicality; Organisational 
Identification; Wellbeing 
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CHAPTER 1 
 
INTRODUCTION 
 
 
1.1 Introduction 
 
This dissertation investigates employees’ perceptions of organisational ethics and 
perceived relative self-ethicality and how this perception influences employees’ levels 
of organisational identification and their workplace wellbeing. The aim of this research 
study is to measure employees’ perception of organisational ethics, perceived relative 
self-ethicality, organisational identification, and workplace wellbeing, in order to 
develop a model pertaining to the relationship between these four constructs.  
 
The purpose of this chapter is to provide an overview of the theoretical background, 
problem statements, and objectives of this dissertation. This chapter includes a brief 
explanation of the research model as well as the method for the research, as well as 
the outline of the chapters in this dissertation.  
 
1.2  Background to the research 
  
Globally, organisations have an increased concern for organisational ethics and 
corporate governance (Racelis, 2010). Ahmadi and Ashrafjahani (2011, p.10452) 
defines ethics “as a set of mental and intrinsic attributes of humans which superficially 
emerge as actions and behaviours from inner modes”. In other words, these authors 
explained that individuals’ ethics and moral standards are a part of who they are and 
affects the way individuals think and behave. Ahmadi and Ashrafjahani (2011) 
continue to state that organisations should be concerned about employees’ ethical 
standards, as these will influence their organisational behaviour. Depending on how 
an employee perceives the ethics of his or her organisation and how this correlates 
with their own ethical standards, can have various implications for organisations.  
 
Mael and Ashforth (1992, p.104) defines organisational identification as “the 
perception of oneness with, or belongingness to, an organisation”, where the 
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employee recognises him or herself as a part of the “organisation in which the 
employee is a member”. Organisational identification has shown to have various 
benefits to organisations when their employees strongly identify with the organisation. 
These benefits can include job satisfaction, employee turnover, organisational 
commitment, and increased effort (Bartels, 2006). 
 
Employee wellbeing is considered a new avenue of research in organisational 
behaviour studies. Organisations and researchers are becoming increasingly aware 
that organisations play a vital role in ‘caring’ for their employees in the workplace.  
According to Burton (2008), one of the ways, establishing a healthy workplace is 
through the culture of the organisation. According to this author, the effects of an 
unhealthy organisation can lead to injuries, conflicts, health problems, and even 
substance abuse.   
 
As stated above, the organisation’s ethical culture is influenced by employees’ 
individual ethical behaviour in the organisation. The researcher proposes that when 
the employees’ perception of the organisation’s ethical standards do not relate to their 
own ethical standards, it can have an influence on their level of organisational 
identification and their workplace wellbeing. If this is the case, organisations can face 
implications if they do not consider the effect that perceived ethics has on their 
workforce. This research will consider the effects of employees’ perception of the 
organisation’s ethical culture and how this will a) influence the way in which employees 
identify with the organisation and b) influence employees workplace wellbeing.  
 
1.3  Problem statement 
 
The problem statement emulates from the above overview. Various research has been 
conducted in all four constructs under study namely, perceived organisational 
ethicality, perceived relative self-ethicality, organisational identification, and workplace 
wellbeing, separately. Additionally, researchers have investigated the influence of 
perceived ethics on wellbeing (Huhtala, Feldt, Lamsa, Mauno & Kinnunen, 2011), 
whilst other research has determined the relationship between organisational 
identification and wellbeing (Knight & Haslam, 2010).   
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However, to date and to the researcher’s knowledge the relationship between these 
four constructs has not been investigated before. Due to the lack of simultaneous 
research into these four constructs, the researcher investigated the potential 
relationships that exist between organisational ethics, perceived relative self-ethicality, 
organisational identification, and workplace wellbeing. Furthermore, there are 
negative consequences for organisations whose employees’ ethical values are not in 
line with those of the organisation (Rossouw & Van Vuuren, 2010).   
 
1.4  Research objectives 
  
 The following section discusses the objectives formulated in order to address the 
problem statements, while taking note of the above-mentioned theories and model. 
 
1.4.1  General research objective 
The primary aim of this research is to explore employees’ perceptions of organisational 
ethicality, and how this perception will influence employees’ levels of organisational 
identification and workplace wellbeing.  
  
1.4.2  Specific literature objectives 
 The literature objectives chosen for this research are as follows: 
 
1.4.2.1  Literature objective 1 
 To investigate the concepts of perceived organisational ethics, perceived individual 
ethics, organisational identification, and workplace wellbeing for the purpose of 
determining whether possible relationships exist between these concepts.   
 
1.4.2.2  Literature objective 2 
To explore the implications of the relationships between perceived organisational 
ethics, organisational identification, and workplace wellbeing for the organisation as 
well as the employee. 
 
1.4.3  Specific empirical research objectives 
 This research will be primarily exploratory in nature. The main purpose of the empirical 
section of the research is to gather primary data on employees’ perception of 
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organisational ethics, perceived individual ethics, perceived relative self-ethicality, 
organisational identification, and workplace wellbeing. Further specific empirical 
research objectives are as follows: 
 
1.4.3.1  Empirical objective 1  
To design a survey method consisting of adapted surveys to measure employees’ 
perceptions of organisational ethics and perceived individual ethics [developed by 
Reynolds (2003)], organisational identification [developed by Mael & Ashforth, (1992)] 
and overall individual wellbeing [developed by Keyes (2009)].  
 
1.4.3.2  Empirical objective 2 
To administer the questionnaire to a sample of employees that work within the 
automation industry in Port Elizabeth, South Africa.  
 
1.4.3.3  Empirical objective 3 
To determine with some form of statistical significance that the instrument is reliable 
and holds a measure of construct validity. 
 
1.4.3.4  Empirical objective 4 
To investigate the demographic differences across the four constructs under study.  
 
1.4.3.5 Empirical objective 5 
To determine with a structural equation model whether the proposed model for 
employees’ perception of organisational ethics, perceived individual ethics, 
organisational identification, and workplace wellbeing is accepted.   
 
1.5 Constructs to be investigated and theoretical model 
 
In order to conduct the necessary research into solving these problems, it is essential 
to clarify the theoretical framework within which the researcher will be working. A 
discussion of the theories that underpin perceived organisational ethics, perceived 
relative self-ethicality, organisational identification, and workplace wellbeing follows in 
the next section.  
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1.5.1 Perceived organisational ethicality 
According to Key (1999), organisational culture comes from the field of Anthropology.  
Organisational culture is “a system of shared meaning held by members that 
distinguish the organisation from other organisations” as defined by Robbins and 
Judge (2011, p.554).  Key (1999) stated that the culture of an organisation provides 
employees with certain norms and values to understand how they should behave in 
the organisation. Ahmadi and Ashrafjahani (2011) continue to state that individual 
ethics shapes the behaviour of individuals. Shared behaviours by a community or 
group, translates their shared beliefs, and values to collective ethics.   
 
The type of ethical decisions made by organisations, influence the organisational 
culture and organisational ethicality. Organisational ethicality is based on the ethical 
culture of the organisation. Therefore, organisational ethicality is the overall ethical 
decision, made on a day-to-day basis, in an organisation (Mataboge, 2012).  
Organisational ethicality consists of the reoccurrence of the absence of illegal 
activities, unfair administrative actions, dishonesty, and mistreatment (Giacalone, 
Jurkiewicz & Knouse, 2003). 
 
The questionnaire that will be used in this study to measure organisational ethicality 
was used by Reynolds (2003). Reynolds (2003) investigated how MBA students 
perceived organisational ethicality and how they perceived relative self-ethicality.  
 
1.5.2 Perceived relative self-ethicality 
In the process of investigating how employees perceive their current organisation’s 
ethical decision-making, it is important to investigate where that perception comes 
from. An individual’s perception of their own ethics will play a part in forming the overall 
perception of organisational ethics. Reynolds (2003) investigated this same reasoning 
and named this concept ‘perceived relative self-ethicality’. Reynolds (2003) found in 
this research that people tend to perceive their own ethicality to be higher than what it 
is.  
 
Tenbrunsel, Diekmann, Wade-Benzoni and Bazerman (2012) investigated the reason 
for why people tend to see themselves more ethical than what they are. These authors 
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additionally found that people do not only over-estimate their ethicality, but they intend 
to review their past decision-making and would still believe they acted ethically.  
 
Tenbrunsel et al. (2012) theorised that the reasoning behind this way of thinking is 
because of the “want/should” conflict (Bazerman, Tenbrunsel & Wade-Benzoni, 1998) 
that happens within the individual. The “want” self-illustrate the behaviour that the self 
would desire to portray, where the “should” self-indicate towards the thoughts about 
how the self would like to behave (Tenbrunsel et al., 2012).  
 
These authors explained that in everyday life ethical fading occurs, which means that 
people are not aware that the decisions they are making have ethical consequences. 
When this occurs, the “want” self has free range to make decisions without restraint 
and no real thought (“should” self) is given to the decision being made (Tenbrunsel et 
al., 2012). 
 
1.5.3 Organisational identification 
 According to Mael and Ashforth (1992), organisational identification originates from 
social identity theory. Social identity theory suggests that an individual’s self-concept 
consist a) of one’s own personal identity, which includes individual interest and abilities 
and b) an individual’s social identity, which individuals use to classify themselves into 
according to the characteristics of a particular group (Tajfel & Turner, 1985 in Mael & 
Ashforth 1992).  
 
Tuzun and Caglar (2009, p.285) continue to state that “through social identification 
individuals perceive themselves as psychologically intertwined with the fate of the 
group, as sharing a common destiny and experiencing its success and failures”. 
Organisational identification is similar to the bond formed between the employee and 
the organisation. Therefore, “the perception of oneness with or belongingness to an 
organisation” defines organisational identification, where an employee recognises him 
or herself as a member of the organisation (Mael & Ashforth, 1992, p.104). 
 
Caboni and Eiseman (2003) continued the research of Mael and Ashforth (1992) in 
the higher education setting to investigate whether student levels of organisational 
identification will influence their future support of the institution. These authors found 
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that other factors play a role in the level of organisational identification among 
students. The other factors that were included by Caboni and Eiseman (2003) were 
organisational identification, perceived institutional prestige, perceived educational 
effectiveness, and involvement. In a previous study by Breytenbach, Renard and 
Snelgar (2013), the researchers changed the organisational identification factor to 
emotional attachment. Caboni and Eiseman (2003) called the instrument they used, 
the organisational identification instrument and one of the subscales in this instrument 
was organisational identification. The researchers changed the name of the subscale 
to ‘emotional attachment’ as it better represents the items in that subscale 
(Breytenbach, Renard & Snelgar, 2013). For the purpose of this study, will make use 
of the original organisational identification questionnaire that was utilised by Mael and 
Ashforth (1992).  
 
1.5.4 Workplace wellbeing 
According to Diener and Ryan (2009), various theories underpin literature on 
wellbeing. For the purpose of this study, the researcher will focus on the cognitive 
theory of wellbeing. According to Diener and Ryan (2009, p.394) “the cognitive 
theories of wellbeing focus on the power of cognitive processes in determining 
individual wellbeing”. The authors continue to state that cognitive theory states that an 
individual can control how they attract, interpret, and remember positive, as well as 
negative, stimuli. Therefore, individuals have the power to choose whether they 
perceive their living conditions as either positive or negative and this perception will 
influence individuals’ wellbeing.    
 
Considering the cognitive theory of wellbeing, Parker and Hyatt (2011) developed a 
wellbeing questionnaire that will effectively measure workplace wellbeing. Their 
research brought about four factors within which to measure workplace wellbeing. 
These factors are work satisfaction, organisational respect for the employee, employer 
care, and intrusion of work into private life (Parker & Hyatt, 2011). 
 
1.5.5 Proposed Model 
Considering the above theories, the researcher proposes a new model for the 
relationships that theoretically exist between perceived organisational ethicality, 
8 
 
perceived relative self-ethicality, organisational identification, and workplace 
wellbeing. 
 
 
 
 
 
 
 
 
 
Figure 1.1: Proposed model for the relationships between perceived organisational 
ethicality, perceived relative self-ethicality, organisational identification and wellbeing. 
 
According to Reynolds (2003), employees tend to value themselves to be more ethical 
than others in their immediate working environment. According to this author’s 
argument, when employees perceive their ethical standards to be different from those 
around them within an organisation, a degree of cognitive dissonance occurs between 
the employee’s perception of the organisational ethicality and their own ethical 
standards.  Thus: 
 
H1: Perceived organisational ethicality influence perceived relative self-ethicality 
 
Reynolds (2003) goes on to explain that research has indicated that employees use 
their own social comparisons to make sense of poorly defined concepts such as 
driving skills and attitudes. One of these ill-defined concepts according to this author 
is ethics. The author argues that it is difficult to define the concept of ethics, as it cannot 
exactly be determined what constitutes as ‘good ethics’. Reynolds (2003) continues, 
stating that to understand an organisation’s ethicality, is to compare it to the ethical 
considerations of another organisation. Organisational identification theories have 
found that employees identify with their organisation’s attributes. The only way 
employees can identify with the organisation’s ethicality is through comparison. 
Therefore, the research assumes that organisational ethicality has and influence on 
organisational identification. Therefore: 
H5 
H3 
H2 
H1 
Cognitive dissonance 
Wellbeing  
Perceived Relative self-ethicality 
Organisational Identification 
Perceived Organisational Ethicality 
H4 
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H2: Perceived organisational ethicality has an influence on organisational 
identification 
 
Furthermore, the research here assumes that the cognitive dissonance between 
perceived ethical culture and the employee’s own ethics will influence the employee’s 
level of organisational identification. Therefore: 
 
H3: The cognitive dissonance between perceived organisational ethicality and 
perceived relative self-ethicality will influence organisational identification. 
 
According to Van Dick, Ulrich and Tissington (2006), various authors (Bartels, 2006; 
Beelen, 2007) have found that high levels of organisational identification can result in 
higher work motivation and performance. Ellemers, de Gilder and Haslam (2004) 
stated that in the case of high levels of organisational identification, the employee will 
feel internally motivated because employees identify with the collective goals of the 
organisation.  Haslam, Powell and Turner (2000) stated that high levels of 
organisational identification fulfil the need for affiliation, relatedness, and recognition. 
Therefore: 
 
H4: The level of organisational identification will influence wellbeing.   
 
Verbose, Gerard, Forty, Harding and Miller (2007) stated that organisational 
identification is a cognitive process through which members align their individual and 
social identities with the organisation’s identity. The ethical culture of the organisation 
is one of the organisation’s identities with which employees identify and therefore, will 
influence the level of organisational identification of the employees. Thus: 
 
Burchard (2011) stated that the degree to which an employee experiences cognitive 
dissonance between what they perceive organisational ethicality versus their own 
perceived relative self-ethicality, can cause employees to experience burnout and 
emotional exhaustion. Therefore: 
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H5: Cognitive dissonance between perceived organisational ethicality and perceived 
relative self-ethicality will influence employees’ wellbeing.  
 
1.6 The research process 
 
 This research study is exploratory in nature. The researcher followed a structured and 
systematic research process. This will ensure valid and reliable research.  Utilising 
current literature research to formulate the concepts and construct for this research 
study developed a deductive research methodology (Cargan, 2007). Secondly, the 
researcher made use of application-orientated strategy, where the collected data were 
either accepted or rejected based on the hypotheses developed from literature 
(Cargan, 2007).   
  
1.7  Central theoretical statement 
 
The testable statement derived from the theoretical section of this dissertation is that 
when top management understand the implications of communicating organisational 
ethics effectively, and assuming that the ethical standards of employees align with 
those of the organisation, can have an impact on employees’ levels of organisation 
identification and workplace wellbeing. Similarly, positively affecting employees’ 
organisational identification and workplace wellbeing through communicating 
perceived organisational ethicality can ensure numerous benefits for both the 
organisation and the employees.  
 
1.8 Expected Limitations  
  
 The researcher acknowledges that it may be difficult to obtain permission from 
organisations to participate in the research. However, an additional concern is to 
motivate the relevant employees to participate in the study by completing the 
electronic questionnaire. This is a major concern as the sample size determines the 
validity of the statistical analysis required for this study.   
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 The concepts under investigation in this study each have their own solid research base 
that will support the research. However, limited research was found that investigate all 
four concepts in one study. 
  
1.9 Conclusion  
 
The research consists of two main stages. The first stage encompasses the reviewing 
of literature pertaining to the topic, as well as a qualitative analysis of all concepts 
(Chapter 2). This began with a review of perceived organisational ethicality, perceived 
relative self-ethicality, organisational identification, and workplace wellbeing. 
Additionally, the relationships between perceived organisational ethicality, perceived 
relative self-ethicality, organisational identification, and workplace well-being will be 
investigated.  
 
The second stage of the research reflects the empirical component of the dissertation. 
The research method is explained (Chapter 3), followed by an outline of the findings 
(Chapter 4). In light of these findings, recommendations are made to ensure that 
organisations understand the implications of communicating organisational ethics 
effectively and how perceived ethics influences employees’ levels of organisational 
identification and workplace wellbeing (Chapter 5). Chapter 5 also discusses possible 
limitations and areas for future research.  
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CHAPTER 2 
 
LITRATURE REVIEW 
 
 
2.1 Introduction 
 
This dissertation will investigate the influence that employees’ perceptions of their 
organisational ethics and their individual ethicality has on their level of organisational 
identification and workplace wellbeing. The aim of this research study is to measure 
employees’ perceptions of organisational ethics as well as the perception of their 
perceived relative self-ethicality, organisational identification, and well-being, in order 
to develop a model pertaining to the relationship between these four factors.  
 
Ethics is a broad term that does not have one definition. For the purpose of this 
research study, the researcher will make use of the definition provided by Rossouw 
and Van Vuuren (2010). Rossouw and Van Vuuren (2010, p.4) implied that “ethics is 
concerned with what is good and right in human interaction”. This study will focus on 
how employees perceived the culture of ethical decisions that occurs in their particular 
organisation. In other words, the study will look at how employees perceive their 
organisation’s ethicality. Organisational ethicality consists of the reoccurrence of 
illegal activities, unfair administrative actions, dishonesty, and mistreatment 
(Giacalone et al. 2003).  
 
To understand how employees will perceive organisational ethicality, it is important to 
investigate how they understand ethical decisions and their own ethicality. According 
to Reynolds (2003), employees’ perception of organisational ethics is dependent on 
how they evaluate their own ethicality. Toffler (1986, in Reynolds, 2003, p.254) defines 
ethicality as “being ethical”. Reynolds (2003) continues, stating that relative self-
ethicality is the way in which individuals evaluate their level of ethicality against those 
of others. Reynolds’ (2003) reasoning sprout from social identity theory that states that 
individuals measure themselves with others in order to find where they fit in society.  
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The concept of organisational identification (OI) is also rooted in social identity theory 
(Tajfel & Turner, 1979). OI is concerned with evaluating yourself against a group and 
determine whether that group has similar attributes to the individual themselves (Mael 
& Ashforth, 1992). When the attributes of the organisation and the attributes of the 
individuals is a match the individual is more likely to identify with the group and the 
group becomes a part of themselves (Verbos et al., 2007). For the purpose of this 
study, the researcher defines OI as “the perception of oneness with, or belongingness 
to, an organisation”, where the employee recognises him or herself as a part of the 
“organisation in which the employee is a member” (Mael & Ashforth, 1992, p.104). 
 
Dodge, Daly, Huyton and Sanders (2012) defines wellbeing as a balancing act 
between psychological, social- and physical resources, and psychological, social, and 
physical challenges. According to these authors, wellbeing should be a balance, 
achieved between an individual’s resources and challenges that they face at any point 
in time. In this study, the researcher will investigate how employees’ wellbeing is 
affected by the level of organisational identification, which is determined by the 
difference between organisational ethics and employees’, own relative self-ethicality. 
 
The purpose of this chapter is to provide an overview of the theoretical background 
pertaining to the above mentioned concepts, namely organisational ethicality, relative 
self-ethicality, organisational identification, and well-being. Additionally, a brief 
explanation of the research model will be discussed based on these literature findings. 
 
2.2 Ethics 
  
Globally, organisations have an increased concern for organisational ethics and 
corporate governance (Racelis, 2010). Ahmadi and Ashrafjahani (2011, p.10452) 
defines ethics as “as a set of mental and intrinsic attributes of humans which 
superficially emerge as actions and behaviours from inner modes”.  In other words, 
these authors explained that an individual’s ethical and moral standards are a part of 
who they are and affects the way in which they think and behave. Ahmadi and 
Ashrafjahani (2011) continue to state that organisations should concern themselves 
about their employees’ ethical standards, as these will influence their work behaviour.   
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To understand an organisational ethicality, it is important to have a basic 
understanding of ethics. According to Rossouw and van Vuuren (2010, p.4), ethics is 
defined as a concept that “concerns itself with what is good or right in human 
interaction”. In the organisational context, employees will interact with each other and 
be in a position to influence other employees’ perceptions of what is right and what is 
wrong (Trevino et al., 1998). Racelis (2010, p.253) however, defines ethics as the 
“principles that will tell individual’s the right thing to do or what are those things worth 
doing”. Individuals will rely on their own values and standards in order to evaluate a 
situation and decide whether they feel comfortable to make a particular ethical 
decision.  
 
According to Rossouw and Van Vuuren (2010), ethical decision-making occurs when 
individuals purposefully consider the greater good for the greater number of people. 
Therefore, ethical awareness of the individual as basis, formulates ethical decisions 
and actions. These authors continue to discuss that either ethical or unethical decision 
actions will occur when an individual starts considering others in their decision-making 
process. Whether the other individual, group, or organisation influences the individual 
positively or negatively, will influence the type of ethical decision the individual makes. 
(Rossouw & Van Vuuren, 2010). 
 
2.2.1 Organisational ethicality 
Robbins and Judge (2011, p.555) defines organisational culture as “a system of 
shared meaning held by members that distinguishes the organisation from other 
organisations”. Key (1999) stated that the culture of an organisation provides 
employees with certain norms and values to understand how they should behave in 
the organisation. When a community or group shares positive ethical behaviours, their 
shared beliefs and values translate to collective ethics (Ahmadi & Ashrafjahani, 2011). 
Organisational culture provides employees or members of the group with a reference 
for ethical behaviour that is expected of them. With an increase in the importance of 
ethics in the workplace today, all organisations should adapt to an ethical 
organisational culture, as this is becoming the norm and a prerequisite for 
stakeholders (Rossouw & Van Vuuren, 2010).  
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Verbos, Gerard, Forshey, Harding and Miller (2007, p.17) introduced the concept of 
“positive organisational culture”, which is “characterised by high levels of ethical 
awareness and a positive organisational climate regarding ethics”. Verbos et al. (2007) 
derived their theory on positive organisational culture from the relatively new field of 
positive organisational scholarship (POS). POS stems from the concept of positive 
psychology (Cameron, Dutton & Quinn, 2003). POS focuses more on the positive 
aspects of human functioning, which includes concepts such as hope, resilience, 
human flourishing, optimism, and wellbeing (Verbos et al., 2007).  
 
In order for an organisations to be a positive ethical organisation, Kuper (2006) 
suggests that one should define organisational culture with a foundation in ethics. 
Additionally, individual culture and an individual’s ethical values influence ethical 
organisational ethics (Kuper, 2006). Therefore, organisations need to determine what 
their culture will consist of and where the ethical foundation will fit in.  According to 
Verbos et al. (2007, p.25), “ethical awareness must be present at all levels of positive 
deviance throughout a positive ethical organisation”. Positive deviance refers to a 
movement from the norm in a positive direction (Verbos et al., 2007). 
 
Ethical values of an organisation should become a personal way of life for all members 
of the organisation. Individuals can do this by integrating ethical behaviour into their 
daily lives (Rossouw & Van Vuuren, 2010). However, this said, ethics is an internal 
belief of an individual and if ethics is not a part of their belief system it will be highly 
unlikely to force ethical behaviour from employees (Verbos, 2007).   
 
Kuper (2006, p.14) agrees by stating that employees should be “actively ethical”. The 
author continues to state that for organisations to be ethical, employees would have 
to make a purposefully thought out decision when ethical dilemmas occur. Rossouw 
and Van Vuuren (2010) warned organisations that they would not get away with 
“window dressing”, due to the increase in ethical awareness among society. Some 
organisations have been accused of window dressing their ethical standards and 
social responsibility. For example, organisations donate financially toward a cause just 
to create a social responsibility reputation among the public, rather than sincerely 
provide for their community in which they operate, with the purpose of enhancing the 
community way of life.  
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The King III report has indicated that “good corporate governance requires that the 
board takes responsibility for building and sustaining an ethical corporate culture in 
the company” (Institute of Directors, 2009, p.57). It is clear that the South African 
government realises that ethics are becoming more vital to organisations, and they 
are therefore making it compulsory for organisations to comply with ethical rules and 
standards.  
 
Kuper (2006) adds to this line of thought by stating that to behave ethically, 
organisations have to express socially praiseworthy behaviour. These authors define 
socially praiseworthy behaviour as “living and working together as harmoniously as 
individuals can, achieving the most growth and satisfaction possible for the social 
group, as well as the individuals within it” (Kuper, 2006, p.34).  
 
2.2.1.1 Benefits of organisational ethicality 
Mela (2009) has stated that businesses have long debated the benefits of ethical 
standards and values in their organisations. According to this author, ethical behaviour 
in an organisation can lead to profits, is an intrinsic reward to the organisation, and is 
beneficial in the long-term. Mela (2009) concludes by stating that the bottom line is 
that an ethical organisational culture results in trust, and trust is essential for business 
performance, which will lead to profits.  
 
According to Kuper (2006), organisations that value human flourishing and positive 
decision-making will see the benefits in having an ethical organisational culture. Mela 
(2009) states that businesses often invest in ethics because they are recovering from 
a media scandal, or in order to enhance company image, build a corporate reputation, 
enhance stakeholder’s relationships, or act with real commitment. Mela (2009, p.79) 
continues to explain that organisations should implement the golden rule when it 
comes to instilling ethical behaviour in their employees, namely “to treat others how 
you are willing to be treated in an identical situation”. However, to adhere to the golden 
rule is not always easy. It would require an employee to understand his or her own 
behaviour and the behaviour of others (Mela, 2009).  
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The following section will discuss the importance of having an ethical organisation and 
the characteristics of an ethical organisation.  
 
2.2.1.2 Characteristics of an ethical organisational culture 
The Ethics Resource Centre (ERC) (2007) explains that an ethical culture is one in 
which employees are shown what is right and wrong. Such a culture would make doing 
the right thing an expectation, and would include some form of formal ethics 
programme that would expose employees to social responsibility projects and ethical 
awareness. The ERC (2010, p.2) found that an ethical organisational culture has an 
influence on “whether employees feel pressured to compromise organisational values, 
the rate of observed misconduct, whether observed misconduct is reported, and 
whether those who reported misconduct feel retaliated against.” 
 
ERC (2010) also found that ethical cultures are stronger when their ethical practices 
(organisational ethicality) are under review. The ERC (2010) continued to state 
different kind of employees perceives ethical culture differently, with specific reference 
to age, level within the organisation, and tenure.   
 
Robbins and Judge (2011) contend that an ethical organisational culture is 
characterised by high-risk tolerance, low aggressiveness, and a focus on both the 
outcome and the means of achieving those outcomes. These authors continue to 
illustrate that ethical organisational cultures have a strong focus on the organisation’s 
obligation to its shareholders and the community in which they function. Additionally, 
organisations with an ethical culture have the future in sight and focus on long-term 
sustainability (Robbins & Judge, 2011).  
 
There are various benefits to having an ethical organisational culture within an 
organisation. Research by the Ethics Resource Centre (2007, p.9) has shown that an 
ethical culture can “lower misconduct incidences, reduce risk of compromised staff, 
increase whistle blowing, greater satisfaction with management’s response to 
misconduct, greater satisfaction and workplace wellbeing, lowered exposure to 
situations inviting misconduct, and an increased sense of preparedness to handle 
ethical dilemmas”.  
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2.2.1.3 Establishing a deep ethical organisational culture 
According to Rossouw and Van Vuuren (2010, p.296), organisations can establish a 
deep culture through “a) confirming its moral conscience, b) recognising and enacting 
an ethical culture as a social construction, c) embracing the benefits of relational 
leadership, and  d) ensuring osmosis between the visible and the tacit”. Further 
explanation of these four characteristic follows below.  
 
According to Garsten and Hernes (2009), moral conscience occurs when 
organisations have ethical systems in place that allows organisations to pay little 
attention to ethical issues. Rossouw and Van Vuuren (2010) stated that the moral 
conscience would automatically guide employees to act ethically, because it has been 
instilled in organisational culture.  
 
Social construction is defined as “to come to terms with reality” (Andrews, 2012). 
Rossouw and Van Vuuren (2010) suggested that social construction theory states that 
communication is the key to determine reality, which in this case is an ethical 
organisational culture. They continue to state that when employees interact and 
discuss ethical issues, it forms their understanding of ethics and will eventually be a 
collective view on ethics within the organisation, establishing the ethical organisational 
culture (Rossouw & Van Vuuren, 2010). 
 
Relational leadership in this context refers to the interdependent relationships between 
employees and their organisation (Uhl-Bien, 2006). Rossouw and Van Vuuren (2010) 
explain that because communication among members is required to create a shared 
mind-set on ethics in order to create an ethical culture, the members are 
interdependent on each other and therefore a relational leadership is required to 
nurture channels of communication between members of an organisation. 
 
Osmosis, in the above definition, refers to creating movement through awareness on 
what are observable ethics and the less obvious (tacit) ethics (Rossouw & Van Vuuren, 
2010). Observable ethics, according to Rossouw and Van Vuuren (2010), are code of 
conduct, rules and regulations, and the ethical management structure within the 
organisation, whereas the tacit elements are those embedded in the organisational 
culture (the unwritten rules and expected behaviours). Rossouw and Van Vuuren 
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(2010, p.298) explain that osmosis can occur by bringing forth “stories, traditions, and 
taboo’s” of ethical behaviour within the organisation in order to create ethical 
awareness.  
 
When reviewing literature on ethics, it becomes apparent that ethics is something that 
one has to actively and consistently practice and experience. It may become repetitive, 
but by being consciously aware of ethics as well as experiencing and identifying ethical 
dilemmas in one’s surroundings, ensures ethical behaviour. Based on the ERC (2010) 
findings they recommended that organisations whom wish to develop an ethical 
organisational culture should make it a business strategy, leaders should lead by 
example, implement programmes that encourage ethical behaviour, be mindful of 
challenges, and regularly assess ethical behaviour within the organisation.  
 
Kuper (2006) mentioned that to consistently communicate ethical behaviour to 
employees will create ethical awareness. Consistent behaviour in the way 
organisations do things will result in continuous learning and a frame of reference that 
employees within an organisation can work towards. Rossouw and Van Vuuren (2010, 
p.293-294) agree with Kuper (2006) by stating that organisations should not say that 
their ethical values are ‘the way we do things’, but should rather imply ‘the way we do 
things when no one is watching’. This once again shows the importance of a collective 
and integrative nature of ethical behaviour to ensure an ethical organisational culture.  
 
Francesco and Gold (1998) on the other hand state that managers and leaders can 
create a deep ethical culture by changing the way in which the organisation does 
things. Minor changes could include changing the criteria of making election decisions 
by including ethics as an organisational value; or including ethical training 
programmes. Large changes could include exposing managers to new managerial 
tools, and changing the meaning of work through altering the interpretation of policies, 
ceremonies, and make employees aware of good ethical decisions, by praising the 
decision-maker at the next company meeting or in the newsletter (Francesco & Gold, 
1998).  
 
According to Mela (2009), an ethical organisational culture can be created through a 
leader’s example, a corporate mission and vision, ethical criteria for the procurement 
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process, applying ethics to decision-making, having ethics throughout the 
organisation, displaying ethics in customer relations, and displaying ethics through 
every action and event held by the organisation. The paragraphs below briefly 
elaborate on these. 
 
Leaders within the organisation are important in order to establish an example that 
employees can follow (Mela, 2009). The leadership of the organisation sets the 
atmosphere for ethical or unethical behaviour through their example and their actions. 
Additionally, organisations should have formal policies and procedures in the form of 
a mission and vision statement as well as a code of conduct, which will regulate 
employee behaviour formally (Mela, 2009).  
 
This author continues to state that if organisations are serious about establishing an 
ethical culture, they will have to recruit, select, and promote with ethics in mind. Mela 
(2009) further explains the need to spread ethical values and standards throughout 
the organisation so that it can become part of each individual’s lifestyle. Only then will 
it influence behaviour informally and formally.  
 
An ethical corporate image can be further established while upholding ethical values 
and standards and communicating with customers (Mela, 2009). The author states 
that historic stories of positive ethical behaviour, communicated to employees, further 
enhance ethical value. According to Mela (2009), it can instil a sense of pride and a 
role model to live up to.  
 
2.2.2 Perceptions of organisational ethicality 
According to Mael and Ashforth (1989), social comparisons are a part of social 
psychological processes. Reynolds (2003) suggests that when concepts are ill defined 
or are not clarified individuals tend to look toward social comparison with others in 
order to define the concept for themselves.  Ethics is one of those concepts that has 
various interpretations and is difficult to determine one definition (Rossouw & Van 
Vuuren, 2010). According to Reynolds (2003), during social comparison, individuals 
tend to rate themselves better than others. Therefore, with reference to ethics, an 
individual may perceive him or herself as more ethical than others (Reynolds, 2003).   
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Messick and Bazerman (1996) state that it is important for organisations to understand 
how individuals’ form their own perceptions, as this can lead to bias in predicting their 
behaviour within the workplace. Reynolds (2003) provides readers with an example of 
two employees that both perceive their organisations to be unethical. Employee A 
feels that unethical behaviour is the norm in the industry and would thus feel less 
pressured to take action against this behaviour. However, employee B feels that the 
“unethical behaviour is uncommon and will feel pressure to take action against the 
organisation” (Reynolds, 2003, p.255).  
 
Reynolds (2003) continues to state that previous research by Taylor (1989, in 
Reynolds, 2003) indicates that individuals perceive other organisations to be far away 
from where they are and perceive other organisations to be more positive than they 
are, known as “the grass is always greener on the other side” effect. Therefore, 
individuals will tend to perceive their organisation as less ethical than other 
organisations when comparing them. This indicates a direct contradiction that 
individuals will perceive themselves as more ethical than others, yet their organisation 
as less ethical than other organisations (Reynolds, 2003). This contradiction gives rise 
to Messick and Bazerman’s (1996) warning that bias will occur when organisations do 
not understand how individuals evaluate their organisation's ethicality.  
 
Mela (2009) explains that individuals evaluate their environment, and from such an 
evaluation, they rationalise and conceptualise their own ideas and thoughts. This 
process then influences an individual’s behaviour and actions (Mela, 2009). This 
author continues to state that in the corporate environment, employees will evaluate 
the economic, moral, and relational situation of the organisation. Figure 2.1 illustrates 
this process of evaluation. 
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Figure 2.1: Evaluative dimensions of a business action (Mela, 2009) 
 
According to Mela (2009), employees will first evaluate the economic state, value, and 
norms of the organisation in order to determine how economic issues influence the 
business actions and whether those business actions justify their decision. Secondly, 
they evaluate the social, or relational, environment of the organisation. This includes 
the relationship between other individuals and groups including the stated and 
unstated rules in the organisation. In other words, the employee will evaluate the 
culture of the organisation. Lastly, Mela (2009) stated that an individual makes a moral 
judgement where an individual or employee will evaluate the ethical values of the 
organisation as well as individuals within the organisation. These three evaluations will 
influence the decisions that the individual will make when faced with a decision. 
 
From the above discussion, it is evident that ethical rules and standards should 
become a part of the organisation as well as each individual within the organisation, 
in order to reinforce ethics on a daily basis. 
Business 
Action
ECONOMIC 
EVALUATION
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2.2.3    Relative self-ethicality 
Toffler (1986, in Reynolds, 2003, p.254) defines ethicality as “being ethical”. 
Participating and making worthwhile decisions describes relative self-ethicality 
(Reynolds, 2003). Reynolds (2003, p.258) formally defined relative self-ethicality as 
“the extent to which an individual perceived himself or herself as more ethical than 
others in the organisation”. Reynolds (2003) continues, stating that relative self-
ethicality is the manner in which individuals evaluate their level of ethicality against 
those of others. Reynolds’ (2003) reasoning sprouts from social identity theory that 
states that individuals measure themselves against others in order to find where they 
fit in society (Mael & Ashforth, 1992).  
 
Tenbrunsel et al. (2012) state that when individuals hear stories of past unethical 
behaviour, they tend to believe that they would have acted more ethically if they were 
in that situation. However, Tenbrusel et al. (2012) highlights that reality is very 
different. Therefore, these authors agreed with Reynolds (2003) that the notion that 
individuals generally think that they are more ethical than other individuals as well as 
their organisation as a whole.  
 
Relative self-ethicality influences the way individuals make their ethical decisions. 
According to Tenbrusel et al. (2012, p.4), people believe that when they have to make 
an ethical decision they should consider their ‘should self’, but when they actually have 
to make the decision, they fall back to their ‘want self’. Individuals would like to believe 
that they are better than what they actually are. However, in order to understand how 
employees make ethical decisions in the organisation it is important to investigate how 
cognitive moral development occurs, as this forms the basis for ethical decision-
making (McMahon, 2000).  
 
According to Kohlberg (1958, in McMahon, 2000), cognitive moral development (CMD) 
occurs in six stages within three levels, illustrated in Figure 2.2. The six stages of 
cognitive moral development are punishment and obedience orientation; instrumental 
relativist orientation; interpersonal concordance orientation; society maintaining 
orientation; social contrast orientation; and universal ethical principles orientation.  
24 
 
 
Figure 2.2: Cognitive Development Model (McMohan, 2000) 
 
Level one in Kolhberg’s (1958) theory, according to McMohan (2000), is the pre-
conventional level. In this level, an individual’s cognitive moral development is 
established through adhering to cultural rules and following the example of the 
individual who sets the rules, for instant, a parent. During the pre-conventional level, 
individuals will move through the Punishment and Obedience Orientation stage (stage 
one), followed by the Instrumental Relativist Orientation stage (stage two). In stage 
one, the individual will learn right from wrong through punishments; that is, 
reinforcement. In stage two, the individual will engage in behaviour that will reap 
rewards in order to satisfy their needs; that is, positive reinforcement (McMahon, 
2000).  
 
In the conventional level, individuals will conform to the rules and regulations of their 
immediate family and friend regardless of the consequences. The author continues to 
explain that in the Interpersonal Concordance Orientation stage (stage three) the 
individual will remain loyal to his or her family and friends and will engage in behaviour 
that will satisfy his or her rules regardless of negative outcomes. In the Society 
Maintaining Orientation stage (stage four), individuals will extend their desire to be 
loyal to the rules of their society. Once again, the individual will conform to behaviour 
that is regarded as appropriate in his or her community regardless of whether the 
behaviour has negative or positive outcomes. For example in an idealistic view, if the 
community finds bribing as appropriate behaviour in a particular situation, then the 
•Punishment and Obedience Orientation 
•Instrumental Relativist OrientaitonPre-Conventional
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individual will conduct him or herself in the same manner when faced with the same 
situation (McMahon, 2000).  
 
At the post-conventional level, an individual will form and begin to understand his or 
her values and standards. This stage includes the Social Contract Orientation (stage 
five) and the Universal Ethical Principle Orientation (stage six), respectively. In stage 
five, the individual will form his or her values and standards by evaluating the laws and 
regulation of his or her society. In the final, sixth stage the individual’s conscious 
influences his or her moral behaviour. In this stage, the individual considers the ethical 
rules and regulations learned by his or her parents, community, as well as the laws 
and regulations of his or her country, and formulate his or her own behaviour according 
to his or her understanding of these rules. According to McMahon (2000), the time 
each individual takes to go through these six stages of CMD differs, indicating why 
individuals have different levels of ethicality (McMahon, 2000).  
 
According to McMahon (2000), Kohlberg’s (1958) CMD theory states that moral 
development will increase as awareness of positive ethical decisions increases. 
Additionally, Kohlberg’s theory also stipulates that social, cultural, and religious beliefs 
have no significant influence on the CMD, but the rate at which an individual progress 
though the six stages varies. 
 
Figure 2.3 below illustrates the Individual ethical decision-making process within the 
organisational context, known as the Interactionist Model of ethical decision making in 
organisations (Trevino, 1986). According to this author, the individual’s stage in the 
cognitive moral development cycle (to be discussed to follow), as well as individual 
moderators and situational moderators, influences the decision-making process. 
These three components influence how individuals will decide to deal with any ethical 
dilemma that they are facing. 
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Figure 2.3: Interactionist Model of ethical decision-making in organisations (Trevino, 
1986: p. 603) 
 
Trevino (1986) continues to state that it is not only an individuals’ moral cognitive 
development that influences ethical or unethical behaviour. Individual moderators 
such as ego strength, field dependence, and locus of control have an impact on how 
an individual makes ethical decisions.  
 
In the organisational context, situational moderators arise because of realities, stress, 
and pressures that individuals experience in order to achieve their own personal and 
work objectives (Sower & Sower, 2005). The situational factors, as shown in Figure 
2.3, namely, job context, organisational culture, and the characteristics of the work 
influence can pressure employees to adjust their own ethical standards to achieve 
their objectives in the work environment (Robertson & Fadil, 1999). According to 
Robertson and Fadil (1999), the same situation arises with individual moderators such 
as ego strength, field dependence, and locus of control. 
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McDevitt, Giapponi and Tromley (2007, p.220) discussed Trevino’s (1986) model in 
detail and defined ego strength as “the strength of the conviction”. Field dependence 
“examines a person’s independence from referent to others” and Locus of control 
refers to the degree to which the individual have internal or external control over the 
ethical dilemma (McDevitt, 2007, p.220). Additionally, situational moderators such as 
the immediate job context, organisational culture, and the characteristics of the work 
also influence ethical decision-making. All of the above factors play a role in the ethical 
decisions that employees make at work.  
 
Each ethical decision is unique and various factors influence decision-making. 
According to Rossouw and Van Vuuren (2010), the best way to ensure ethical 
decision-making within an organisation is to establish an ethical organisational culture.    
 
2.3 Organisational identification 
 
Dutton and Dukrich (1991) define organisational identification (OI) as the degree to 
which a member of an organisation defines him or herself with the same attributes 
they believe the organisation to have.  For the purpose of this study, “the perception 
of oneness with, or belongingness to, an organisation” defines organisational 
identification, where the employee recognises him or herself as a part of the 
“organisation in which the employee is a member” (Mael & Ashforth, 1992, p.104). OI 
theory’s foundation is rooted in social identity theory (Mael & Ashforth, 1992). 
According to these authors social identity theory stipulate that individuals formulated 
their own identity by evaluating their own characteristics with those of another 
individual, group, or organisation.  
 
2.3.1 The identification process  
According to Albert, Ashforth and Dutton, (2000) identification with an organisation 
develops due to an individual’s desire to classify themselves and make sense of where 
they belong. These authors continue to mention that individuals want to be valued and 
they are in search of a community or group to whom they feel connected and in which 
they can contribute value.  
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Taijfel and Turners’ social identity theory (1979, in Dutton, Dukerich & Harquail, 1994) 
emphasises that individuals are in search of what their social identity consist off, 
because they want society to accept them. Individuals would like to feel valued and a 
sense of belonging. Tuzun and Caglar (2009, p.285) explain that when individuals 
compare their identity to that of another individual, group, or organisation, they 
“perceive themselves as psychologically intertwined with the fate of the group, as 
sharing a common destiny and experiencing its success and failures”.  
Other researchers (Ciftciogiu, 2010; Dutton et al., 1994; Foreman & Whetten, 2002) 
have found various reasons regarding why employees compare themselves to their 
organisations. Ciftciogiu (2010) found that individuals identify with their organisation 
because they want to enhance their own self-image. Van Knippenberg and Sleebos 
(2006) explain that OI is therefore a reflection of the way in which individuals define 
themselves. In Section 2.2 of this chapter, the researcher referred to work that stated 
that individuals tend to see themselves as more ethical than others. With reference to 
OI, it can be stated that individuals then carefully choose the individual, group or 
organisation they compare themselves to, so that they do not feel negatively about 
their own identity.  
 
Dutton et al. (1994) found that other individuals and not only their own organisational 
opinion influences individuals’ perceptions of their organisation’s identity. Foreman 
and Whetten (2002) took Dutton et al.’s (1994) and Ciftciogiu’s (2010) reasons for OI 
and stated that employees evaluate their organisations in two ways. Firstly, individuals 
identify whether their identities match that of the organisation; and secondly, they 
assess the organisation’s current identity against what they believe the organisational 
identity should be (Reger, Gustafson, Demarie, & Mullane, 1994). These two 
evaluations influence whether the employee will identify with the organisation or not.   
 
According to Gonzalez and Chakraborty (2012), individuals evaluate their 
organisation’s attributes such as its image in the public, their reputation, values, 
mission, as well as the individual characteristics of its leaders. They way in which 
individuals experience these organisational attributes influence such employee 
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evaluations. Based on these experiences (whether it relates to their personal identity) 
an employee will either identify with the organisation or not. 
   
2.3.2 Benefits of strong levels of organisational identification 
According to Dutton et al. (1994), a strong level of OI is a result of an employee 
evaluating his or her own attributes to those of the organisation, and finding those 
attributes favourable. Therefore, strong levels of OI can lead to a consensus on 
decision-making and a shared mind-set (Mpuya, 2009). In the field of organisational 
development, authors have illustrated the importance of shared belief and mind-sets 
(Robbins & Judge, 2012). According to Bartels, Peters, De Jong, Pruyn and Van der 
Molen (2010), shared organisational beliefs will ensure co-operative behaviour within 
the organisation.   
 
Millward and Postmes (2010) found in their research that OI could have financial 
benefits for organisations. They found a possible link to OI and “material contribution 
such as sales volumes” (Millward & Postmes, 2010, p.335). According to these 
authors, OI enhances motivation and willingness, which theoretically ensures 
productivity and performance. 
 
Chen, Chi and Friedman (2013) stated that if an employee identifies strongly with an 
organisation, their self-identity is stronger and therefore satisfies basic needs such as 
security, affiliation, and a meaningful life and therefore, a strong level of identification 
should enhance job satisfaction. Secondly, they state that strong levels of identification 
can lead to positively experiencing organisational life for example, the policies, and 
procedures of the organisation (Chen et al., 2013).  
 
Research found that employee retention increase due to strong levels of OI (Van 
Knippenberg & Sleebos, 2006; Van Knippen & Schie, 2000). According to Wieseke, 
Ulrich, Christ, Schulze and Van Dick (2007), the reason for increased employee 
retention is due to the fact that employees place high value on the ‘emotional bond’ 
that they have formed with their organisation. These authors continued to state that 
high levels of OI then become an intrinsic reward to these employees. Riketta (2005) 
explains that the longer an employee stays with an organisation, the more attached to 
the organisation he or she becomes.  
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2.3.3 The dark side of organisational identification 
According to Michel and Jehn (2003), a strong identification to an organisation can be 
beneficial to an organisation as discussed in the previous section 2.3.2. These authors 
continue to state that employees, when identifying with the organisation, will 
enthusiastically go beyond the call of duty to live out the goals and values of the 
organisation. However, Michel and Jehn (2003) ask the question as to what happens 
when an employee is in an organisation, but does not identify with the goals, values, 
and standards of that particular organisation. 
 
Dutton et al. (1994) has indicated that individuals who do not have the same, shared 
values and norms, can enhance depression, and stress within themselves, as there 
will be strain on the relationship between the employee and the organisation. However, 
on the other side, organisations have to be wary of complete OI, as this might limit 
creative thinking and moving forward in terms of decision-making (Robbins & Judge, 
2013).  
 
According to Albert et al. (2000), an individual’s level of OI is not consistent; that is, it 
fluctuates. According to these authors, this imposes a problem on predicting and 
understanding employee behaviour within an organisation. Individuals will also tend to 
evaluate their identity as they encounter other cultures (Albert et al., 2000; Francesco 
& Gold, 2005). Therefore, diversity within an organisation influences the level of OI of 
an individual (Albert et al., 2000). This author continues to explain that as individuals 
interact with individuals of different cultures, they will re-evaluate their own identity and 
change their identity on a continual basis (Albert et al., 2000).  
 
Kim, Song and Lee (2013) warned organisations against the effects that change has 
on OI. According to their research, employees re-evaluate their identity and the 
organisation’s identity during a change process. They continue to state that it is then 
that employees experience stress and uncertainty, because the organisation that they 
are comfortable with is changing (Kim et al., 2013). However, the authors continue to 
state that organisational change can also enhance OI, because it can ensure that 
organisations identify more with the new organisation. However, it will require 
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transparency and information in order to overcome employee resistance and 
uncertainty (Kim et al., 2013).  
 
2.3.4 Organisational identification and organisational ethicality 
In Section 2.2, the researcher discussed the contradiction between how individuals 
perceive themselves better than others and perceive their organisation as less ethical 
than other organisations. When levels of OI are high, the boundaries between the 
organisation’s identity and the identity of the employee is less distinct and in such a 
case, the assumption is that the individual will perceive the organisation as more 
ethical (Reynolds, 2003). This contradicts Ciftciogiu’s (2010) research that indicated 
that the individuals would rate themselves higher in order to enhance their own self-
image.  
 
There is evidence to explain that the individuals themselves have an influence on the 
perception of their own ethicality and the organisation’s ethicality (Reynolds, 2003). 
There is also evidence establishing that an employee’s identification with an 
organisation depends on the similarities or differences between the values of the 
organisation and those of the individual (Bartels, 2008). Wilks (2010, p.10) provides 
the following example: 
Behaviours motivated by loyalty to the organisation, such as engaging in 
deceitful advertising practises or dumping toxic waste in a river, may be 
considered unethical but not deviant. Conversely, disobeying such orders 
or blowing the whistle on them may be deemed ethical but deviant, 
depending on the point of view (social or organisational).  
 
Therefore, it is important to evaluate the difference between how employees evaluate 
their organisation’s ethicality and how they perceive their own ethicality. Assisting 
organisations in determining what effect this difference (cognitive dissonance) will 
have on how employees identify with their organisation. Insight into this possibly 
provides additional information as to whether the individual will be likely to result to 
deviant behaviour (negative or positive). In subsection 2.4.4, the research will discuss 
the effect these differences in perceived values have on employee wellbeing.  
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2.4 Wellbeing 
 
Employee wellbeing is a relatively new avenue of research in organisational behaviour 
studies. According to Dodge, Daly, Huyton and Sanders (2012) a review of the 
research on wellbeing reveals that academics have not been able to reach consensus 
on one definition of wellbeing. For the purpose of this study, “a global assessment of 
a person’s quality of life according to his own chosen criteria” defines wellbeing (Shin 
& Johnson, 1978, p.478). The World Health Organisation (1997, p.1) defined quality 
of life as follows: 
“An individual’s perception of their position in life in the context of the culture 
and value system in which they live and in relation to their goals, 
expectations, standards, and concerns. It is a broad ranging concept 
affected in a complex way by the person’s physical health, psychological 
state, personal beliefs, social relationships, and their relationships to salient 
features of their environment”.  
 
2.4.1 Wellbeing theories 
Caicedo, Martensson and Roslender (2010) mentions that various theories have 
emerged to define wellbeing. However, for the purpose of this dissertation the 
researcher will only focus on the Hedonistic wellbeing theory and the Eudaimonic 
wellbeing theory, as they form the foundation of wellbeing theories (Dodge et al., 
2012).  
 
2.4.1.1 Hedonistic wellbeing 
Deci and Rayn (2008, p.1) defines the hedonistic tradition as a theory that “is focused 
on happiness, and the presence of positive affect and the absence of negative effect”. 
According to Ransome (2010, p.42), hedonism asserts that “holding that what is good 
for a person overall is the greatest achievable balance between pleasure and pain”.  
 
Vazquez et al. (2009) further discusses that Hedonism extends into a more modern 
concept of wellbeing, namely subjective wellbeing. Hedonistic wellbeing refers to 
subjective wellbeing, as individuals are responsible for evaluating their own wellbeing. 
Subjective wellbeing consists of a composition of affective behaviour and perceived 
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life satisfaction. This author explains that perceived life satisfaction is a more holistic 
judgement of one’s life lived.  
 
In order to evaluate an individual’s wellbeing cognitive reasoning is necessary in order 
to do this evaluation (Deci & Ryan, 2008). According to these authors Hedonistic 
wellbeing has its foundation in cognitive theory of wellbeing. For the purpose of this 
study, the researcher will focus on the cognitive theory of wellbeing. Diner and Ryan 
(2009, p.394), stated “the cognitive theories of wellbeing focus on the power of 
cognitive processes in determining individual wellbeing”. These authors continue to 
state that cognitive theory highlights that an individual can control how he or she 
attracts, interprets, and remembers positive, as well as negative, stimuli. Therefore, 
individuals have the power to choose whether they perceive their living conditions as 
either positive or negative and this perception will influence their wellbeing.   
 
In this study, the researcher will investigate how employees perceive their 
organisational ethicality and how that perception influences their experienced 
wellbeing. 
 
2.4.1.2 Eudaimonistic well-being 
Eudaimonia as a wellbeing theory focus on “living life in a full and deeply satisfying 
way” (Deci & Ryan, 2008, p.1). Ultimately, Eudaimonia refers to experiencing the 
greatest amount of positive life experiences. Aristotle, according to Vazque et al. 
(2009, p.17), encourages individuals to live an “ideal or perfection criteria that one 
hopes for and gives sense to one’s life”. As mentioned previously, Eudaimonia 
theorises that people want to experience the most positive experiences in order to 
create wellbeing. The modern concept for Eudaimonia wellbeing is psychological 
wellbeing (Deci & Ryan, 2008). Dacher (2010) states that the modern term for 
Eudaimonia is human flourishing. 
 
According to Vazque et al. (2009), both Hedonic and Eudiamonistic wellbeing leads to 
a satisfied life; however, the path to happiness is different. However, Deci and Ryan 
(2008) did state that experiencing Eudaimonia automatically, means that the same 
individual is experiencing Hedonism. However, there are differences in the basic 
34 
 
concepts of the two theories. Table 2.1 illustrates the basic concepts of Hedonic and 
Eudaimonistic wellbeing. 
 
Table 2.1: Basic concepts underlying Hedonic and Eudaimonistic wellbeing 
 Hedonic well-being Eudaimonistic 
wellbeing 
Basic Concept Pleasure 
Positive/Negative affect 
Affective balance 
Positive emotions 
Net affect 
Life satisfaction 
Virtues 
Self-fulfilment 
Psychological growth 
Aims and needs 
Psychological strengths 
Adapted from Vazque et al. (2009). 
 
2.4.2 Dimensions of wellbeing  
Keyes (2002) developed a mental health questionnaire based on the presence of 
mental health and the absence of mental health. According to this author, the presence 
of mental health indicates human flourishing. Dacher (2010) explained that human 
flourishing is the modern term for Eudaimonia theory of wellbeing. O’Donner et al. 
(2009) examined overall wellbeing and found that individuals have to achieve a 
balance between the various types of wellbeing. In Keyes’ (2002) research, he 
concluded that the achievement of overall wellbeing results from finding a balance 
between three types of wellbeing. These three types of wellbeing are emotional 
wellbeing (Hedonism), social wellbeing (Hedonism), and psychological wellbeing 
(Eudaimonism). Therefore, finding a balance between Hedonism and Eudaimonism is 
important. 
 
Keyes (2002, p.208) defines emotional wellbeing as “a cluster of symptoms reflecting 
the presence or absence of positive feelings about life”. In other words, how satisfied 
an individual is with his or her overall life experiences.  
 
Keyes (2002) introduced social wellbeing in this questionnaire. As previously stated, 
individuals compare themselves with others in order to make sense of their own life. 
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Therefore, individuals experience social well-being when they “see society as 
meaningful and understandable, see society have potential to grow, and feel that they 
are both accepted and they belong in their communities” (Keyes, 2002, p.209).  
 
Psychological wellbeing, according to Keyes (2002, p.209), is the “intrapersonal 
reflections of an individual’s adjustment to and outlook on their life”. The presence of 
psychological wellbeing in an individual’s life will occur if the individual is content with 
him or herself, have trusting relationships and see direction in their life, and determined 
to achieve their goals. 
 
2.4.3 The importance of wellbeing in organisations 
Employee wellbeing is becoming an increased area of research (McCarthy, Almeid, & 
Ahrens, 2011; Rothmann, 2008). Wellbeing found its origin in positive psychology 
(Koopsman, Geleijnse, Zitman & Gitlay, 2010).  McCarthy et al. (2011) explain that 
individuals spend most of their waking lives at work and therefore, it is becoming 
increasingly important to investigate individual wellbeing, as it is beneficial to society 
as a whole. However, the researcher has found that the concept of wellbeing is unclear 
in the literature. 
 
McCarthy et al. (2011) warned that although the benefits of wellbeing are recognised, 
organisations will not invest in wellbeing programs if they do not see a return on 
investment for the organisation. The benefits of workplace wellbeing programs include 
reduced stress, lower levels of absenteeism, higher job satisfaction, and increased 
productivity. The benefits of investing in employee wellbeing will enhance value 
creation and productivity (Caicedo et al. 2010).  
 
Furthermore, Vera, Celis, Pauez, Lillo, Bello, Diaz and Lopez (2012) reviewed 
numerous articles and concluded that investing in wellbeing includes various benefits 
such as enhanced life expectancy, physical health, improved performance, successful 
relationships, and general health.  It also shows benefits in creating stability and 
satisfaction among family, work settings, and interpersonal relationships (Koopmans, 
Geleijnse, Zitman & Gitlay, 2010; Avey, Luthans, Smith & Palmer, 2010; Espinosa, 
Menotti, Bravo & Procidane, 2011).  
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Considering wellbeing in the workplace is important to investigate, because most adult 
individuals spend the majority of their lives at work (Harter, Schmidt & Keyes, 2002). 
Additionally, Harter et al. (2002) argues that employee workplace wellbeing is critical 
in maintaining profits and achieving business outcomes. Recent research has 
indicated that not only extrinsic rewards but also intrinsic rewards such as 
development and personal fulfilment are critical benefits for potential applicants 
(Harter et al., 2002). Research by Wright and Cropanzano (2000, in Harter et al., 2002) 
also indicates that positive emotions/feelings toward life result in higher performance 
bonuses. This indicates that employee wellbeing is a critical component for business 
productivity.  
 
According to Harter et al. (2002), wellbeing has branched into two research fields. 
Firstly, these authors state that wellbeing research indicates that challenging work 
(whether it is not challenging enough or too challenging for an employee) influences 
his or her level of wellbeing. Secondly, research has indicated that wellbeing follows 
positive feelings and emotions resulting in the well-known phrase “a happy worker is 
a productive worker”.   
 
According to Kossek, Kalliath and Kalliath (2012), the ideal work environment for 
enhanced employee wellbeing includes employee engagement, work/life balance, 
work identification, person/job fit, and overall life satisfaction and business outcomes 
(Harter et al., 2002).  
 
Kossek et al. (2012) further explains that the challenges organisations face in 
promoting workplace wellbeing are job insecurity, stressful and demanding work, non-
standardised work schedules, and employers’ inability to satisfy employees’ needs. 
The author continues to state that researchers or employers should never 
underestimate the spill over effect. That is, work will always influence an employee’s 
personal life and his or her personal life will always influence his or her work to some 
extent. These authors additionally state that organisations should recognise an 
employee’s value that he or she contributes to the organisation, and employees must 
be able to envision a career at the organisation (Kossek et al., 2012).  
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2.4.4 Organisational identification and wellbeing 
According to Haslam and Van Dick (2011), a high level of OI can improve employee 
health through decreasing stress. Ashforth, Harrison and Carley (2008) stated that a 
strong sense of identity with an organisation can increase employee well-being. This 
author continues to state that OI satisfies basic human needs such as belongingness, 
safety, and a meaningful life, which will lead to wellbeing. An additional benefit is that 
in the presence of strong levels of OI members will tend to perceive their fellow 
members positively and will be more likely to cooperate and be supportive (Avanzi, 
Van Dick, Fraccraoli & Sarchielli, 2012). 
 
However, Avanzi et al. (2012) warns that over-identification, that is, where employees 
identify too strongly with the organisation and believe their organisational values to be 
their own, can influence wellbeing. The reason for this is that employees might be 
willing to work longer hours in order to obtain organisational goals, which can lead to 
workaholism. 
 
The opposite is also true, in that if there is no identification between the employee and 
the organisation, the employee does not agree with his or her organisational values. 
According to Van Dick et al. (2006), this can cause emotional tension/conflict in the 
employee and as a result influence wellbeing negatively. Wegge et al. (2006) agrees 
with this by indicating evidence that supports Van Dick’s et al. (2006) statement that 
lack of (organisational) identification can cause stress and depression. The following 
section in this chapter will investigate the concept of wellbeing further.  
 
2.5 Proposed model 
 
As stated above, the employee’s ethical behaviour in the organisation influences the 
organisation’s ethical culture. The researcher proposes that when the employees’ 
perception of the organisation’s ethical standards do not relate to their own ethical 
standards, the assumption is that this perception can have an influence on their level 
of OI and their wellbeing. If this is the case, then organisations can face implications if 
they do not consider the effect that ethics has on their workforce.   
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Considering the above literature, the researcher proposes a new model for the 
relationships that theoretically exist between perceived ethical culture, an employee’s 
relative self-ethicality, OI, and workplace wellbeing.  
 
 It was established in Chapter 1 that perceived organisational ethicality will influence 
perceived relative self-ethicality due to the literature by Reynolds (2003) stating that 
individuals evaluate or perceive their own ethicality differently than the ethicality of the 
organisation they are employed with. Thus: 
 
 
 
 
 
 
Figure 2.4. Cognitive dissonance between perceived organisational ethicality and 
perceived relative self-ethicality 
 
H1: Perceived organisational ethicality influence relative self-ethicality 
 
In Chapter 1 it was discussed that Reynolds (2003) found that social comparisons are 
made when concepts are ill defined, such as ethics. Reynolds (2003) further states 
that through comparison individuals will determine whether their organisation is 
ethical.  
 
 
 
 
 
 
 
 
Figure 2.5. Influence of perceived organisational ethicality on organisational 
identification 
 
Cognitive dissonance 
Perceived Relative Self-Ethicality Perceived Organisational Ethicality 
H1 
H1 
H2 
Organisational Identification 
Cognitive dissonance 
Perceived Relative Self-Ethicality Perceived Organisational Ethicality 
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In section 2.3, in this report, the researcher discussed the contradiction between 
individuals perceiving themselves better than others and perceiving their organisations 
as less ethical than other organisations. When levels of OI are high, the boundaries 
between the organisation’s identity and the identity of the employee is less distinct and 
in such a case the assumption is that the individual will perceive the organisation as 
more ethical (Reynolds, 2003). Therefore: 
 
H2: Perceived organisational ethicality will influence organisational 
identification 
 
The research further assumes that the cognitive dissonance between perceived 
ethical culture and the employee’s own ethics will influence the employee’s level of OI. 
Therefore: 
 
 
 
 
 
 
 
 
Figure 2.6: Influence of cognitive dissonance on organisational identification 
 
H3: The cognitive dissonance between perceived organisational ethicality and 
perceived relative self-ethicality will influence organisational 
identification 
 
In Chapter 1 of this dissertation the researcher discussed how positive organisational 
outcomes can be as result of high levels of OI which in turn lead to employees 
experiencing affiliation, relatedness and recognition.  
 
On the other hand, according to Tosti-Kharas (2012), employees who identify strongly 
with their organisations and who have lost their jobs will experience physical loss and 
will mourn the loss of this emotional bond. This process of mourning has implications 
H1 
H2 
H1 
Organisational Identification 
Cognitive dissonance 
Perceived Relative Self-Ethicality Perceived Organisational Ethicality 
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for an individual’s wellbeing. The assumption is that the level of OI will influence 
wellbeing in some way. Therefore: 
 
 
 
 
 
 
 
 
 
 
Figure 2.7. Proposed model for the relationships between perceived organisational 
ethicality, perceived relative self-ethicality and wellbeing.  
 
H4.1: The level of organisational identification will influence emotional 
wellbeing.   
 
H4.2: The level of organisational identification will influence social wellbeing.   
 
H4.3: The level of organisational identification will influence psychological 
wellbeing.   
 
Burchard (2011) stated that the degree to which an employee experiences cognitive 
dissonance between what they perceive the ethical culture of the organisation to be 
versus their own personal ethics, can cause employees to experience burnout and 
emotional exhaustion. Therefore: 
 
 
 
 
 
 
 
H2 
H3 
H1 
Organisational Identification 
Cognitive dissonance 
Perceived Relative Self-
ethicality 
Perceived Organisational Ethicality 
H4.3 
H4.2 
H4.1 
Social Wellbeing  
Emotional Wellbeing  
Psychological Wellbeing  
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Figure 2.8. Proposed model for the relationships between perceived organisational 
ethicality, perceived relative self-ethicality, organisational identification and 
wellbeing. 
  
H5.1: Cognitive dissonance between perceived ethical culture and the 
employee’s ethics will influence employees’ emotional wellbeing.  
 
H5.2: Cognitive dissonance between perceived ethical culture and the 
employee’s ethics will influence employees’ social wellbeing.  
 
H5.3: Cognitive dissonance between perceived ethical culture and the 
employee’s ethics will influence employees’ psychological wellbeing.  
 
 
2.6 Conclusion 
 
The literature chapter provided the reader with insight to the four constructs under 
study namely, perceived organisational ethicality, perceived relative self-ethicality, 
organisational identification and overall wellbeing. The current research pertaining to 
these four construct were discussed and has provide insight into formulating the 
theoretical model under study.  
 
The researcher first provided the reader with and introduction to the four concepts and 
then discussed each of the four concepts under study in the subsections that followed. 
H1 
H5.2 
H5.3 
H5.1 
H3 H2 
Organisational Identification 
Cognitive dissonance 
Perceived Relative Self-ethicality Perceived Organisational 
Ethicality 
H4.3 
H4.2 
H4.1 
Social Wellbeing  
Emotional Wellbeing  
Psychological Wellbeing  
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Lastly, the proposed model was discussed and adapted based on the literature 
findings. 
 
The following chapter will provide the reader with insight to the methodology that was 
used in this study. A summary of the hypotheses discussed in this chapter will be 
provided as well as the descriptive and inferential statistics that will be used in this 
study. 
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CHAPTER THREE 
 
METHODOLOGY 
 
 
3.1 Introduction 
 
The primary aim of this study was to investigate the relationship between 
perceived organisational ethics, relative self-ethicality, OI, and overall 
wellbeing. The first empirical objective were to construct a composite 
questionnaire to measure the above-mentioned concepts, by adopting a 
composite questionnaire for this study. The next empirical objective was to 
administer the questionnaire among three organisations in the automation 
industry. Thirdly, the researcher determine the reliability and validity of the 
measuring instrument with some form of statistical significance. The fourth 
empirical objective were to investigate the demographical differences across 
the four constructs. The last empirical objective were to make use of structural 
equation modelling in order to produce a model identifying the relationship 
between perceived organisational ethics, perceived relative self-ethicality, OI, 
and overall wellbeing. 
 
This chapter will summarise the research hypotheses, discuss the sample, 
research technique, questionnaire method, data analysis, reliability and validity, 
and the ethical considerations taken into account. 
 
3.2 Hypotheses  
 
The previous chapter of this dissertation discussed the hypotheses in detail. To 
recap, the hypotheses for this study are as follows: 
 
H1:  Perceived organisational ethicality influence perceived relative self-
ethicality 
 
H2: Perceived organisational ethics will influence organisational 
identification 
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H3:  The cognitive dissonance between perceived organisational ethicality 
and perceived relative self-ethicality of employees will influence 
organisational identification 
 
H4.1:  The level of organisational identification will influence emotional 
wellbeing.   
H4.2:  The level of organisational identification will influence social wellbeing.   
H4.3:  The level of organisational identification will influence psychological 
wellbeing.   
 
H5.1 Cognitive dissonance will influence emotional wellbeing 
H5.2 Cognitive dissonance will influence social wellbeing 
H5.3 Cognitive dissonance will influence psychological wellbeing 
 
3.3 Sampling 
 
In the next section, a discussion on the method used to select the respondents 
for this study follows. 
 
3.3.1 Target population 
The target population was described using the elements, sampling units, extent, 
and time. The elements of this study were the various employees employed by 
organisations within the automation industry. The automation industry in the 
Eastern Cape is those organisations that are responsible for the automation of 
equipment and machines in the manufacturing process (Smith, 2009). Three 
organisations in the automation industry in the Eastern Cape agreed to take 
part in the research study. A brief description will follow of each of the three 
organisations.  
 
The first organisation that agreed to take part in this research study was 
Organisation A. Organisation A was established in 1994 and provides the 
automotive industry with complete turnkey solutions, from the design stage 
through to customer support (Smith, 2009). Smith (2009) further explained that 
the products and systems that Organisation A offers, includes software that is 
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used for vehicle diagnostic testing, Overall Equipment Effectiveness (OEE) 
systems for factories, as well as shop floor control systems.  
 
Organisation A has recently grown their operations to such an extent that in 
September 2012 they acquired a mechanical engineering manufacturer (Olsen, 
2013). The acquisition of this mechanical manufacturing organisation has 
allowed Organisation A to offer complete turnkey solutions by not only providing 
the software systems, but also the actual manufacturing of the equipment that 
the software is installed on. Together they currently have a headcount of 90 
employees, who are located locally as well as internationally.  
 
The second organisation that agreed to take part in this research study was 
Organisation B. Organisation B is a locally based organisation with its Head 
Office in Port Elizabeth. According to Van Schalkwyk (2014), Organisation B 
was established in 1998 in KwaZulu-Natal with the sole purpose of mechanical 
design services. In 1999, the Port Elizabeth offices were established with 
automation services in mind (Van Schalkwyk, 2014). Van Schalkwyk (2014) 
continued to state that during the last few years, Organisation B has grown their 
organisation and opened various satellite offices in various cities nationally. 
They further expanded to include Organisation B India and Organisation B 
Australasia (Van Schalkwyk, 2014).  
 
They deliver the same services to the automotive industry as Organisation A, 
therefore making them competitors. The difference between the two 
organisations is that Organisation B has expanded their operations to the aerial 
industry, whereas S4 has expanded their operations to the pharmaceutical 
industry. Organisation B however, only made available the 55 employees that 
are currently stationed at their Head Office in Port Elizabeth for this research 
study.  
 
The third organisation that has agreed to take part in this research study was 
Organisation C. Organisation C is an electrical wholesaler that supplies the 
automotive, consumer, and commercial sectors within the Eastern Cape with 
industrial electrical components. Mr David Dersley acquired Organisation C in 
1983 and after his passing in 2013, his son Kevin Dersley took over the 
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ownership and continues to drive and motivate the team with the same passion 
and integrity as his dad did (Pedrosa, 2014). Their staff compliment is currently 
24 employees.  
 
According to Pedrosa (2014), they pride themselves not only on the quality 
products they sell, but also on that extra mile that they walk for their customers. 
Having built strong relationships with their clients for the last 45 years, they 
have become renowned as market leaders in their industry (Pedrosa, 2014).  
 
The sampling unit were the head offices of Organisations A, B and C, situated 
in Port Elizabeth in the Eastern Cape, South Africa. This implies that the extent 
of the study was in South Africa. The study took place during a 24-month period, 
namely September 2012 until November 2014. The quantitative data collection 
were done during October 2013 in Organisation A, April 2014 in Organisation 
B and June 2014 in Organisation C.  
 
3.3.2 Control categories for the population 
 The control categories for the target population required employment of 
respondents within the automation industry within either one of the three 
organisations.  
 
3.3.3 Sampling frame 
 Organisation A’s communique was utilised to distribute the link to the online 
questionnaire to all the employees, situated at the head office in Port Elizabeth. 
Organisation B e-mailed the link of the questionnaire to all the employees 
electronically, to those situated at their head office in Port Elizabeth. 
Organisation C however made use of the paper and pencil method as not all 
employees have access to internet and personal computers. 
   
 3.3.4 Sampling technique 
 In the quantitative research, the researcher made use of non-probability 
sampling, such as convenience and judgemental sampling. Maholtra (2007, 
p.340) defines non-probability sampling as a “sampling technique that do not 
use chance selection procedures, but rather rely on the personal judgement of 
the researcher”.    
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According to Maholtra (2007, p.341), convenience sampling is a “non-
probability sampling technique that attempts to obtain a sample of convenient 
elements”. The researcher made use of convenient sampling, as the sample 
group was easily accessible to the researcher.  
 
Lastly, Maholtra (2007, p.343) defines judgemental sampling as “a form of 
convenience sampling in which the population elements are purposefully 
selected based on the judgement of the researcher”. The researcher used 
judgement to decide on which organisations to use in the research study based 
on knowledge of the industry. 
 
3.3.5 Sample size 
Organisation A employed 90 employees in 2013. A total of 80 employees fully 
completed the online questionnaire. Therefore, the response rate is 89 per cent 
(%) of the population. Although the response rate was high, the sample size of 
80 was not sufficient for this study and therefore the researcher expanded the 
study to organisation B. 
 
Organisation B only made available 55 employees for the research study. The 
electronic questionnaire was distributed to those 55 employees that are 
situated in the head office in Port Elizabeth and only 20 responses were 
received, of which only 15 was successfully completed. This provided the 
researcher with a response rate of 30 per cent (%). The researcher encouraged 
organisation B to resend the questionnaire link to the 55 employees, but did 
not receive any additional responses. The extra 15 questionnaires from 
organisation B provided the researcher with a total sample size of 95 
questionnaires. For this study to be successful the researcher required a 
minimum sample size of 120 questionnaires and therefore the study was 
expanded once again to organisation C. 
 
Organisation C distributed the questionnaire by means of hard copies to 20 
employees. A total of 16 hard copies were received. This made the response 
rate 75 per cent (%), which deemed sufficient for the purpose of this study. The 
16 completed questionnaires added up to 111 questionnaires for this study. 
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The organisations used for this study only provided the researcher with a 
limited sample size. According to Siddiqui (2013), various research studies 
aimed to determine the appropriate sample size necessary for structural 
equation modelling. According to this author, previous research has indicated 
that a sample size of 100 is required to conduct SEM, however a sample size 
of 200 is preferred. According to Pietersen (2014), the statistician of this study, 
the sample size for this study was sufficient for the statistical analysis that is 
required.   
 
3.4 Research technique  
 
The researcher will conduct a quantitative research study by making use of a 
composite questionnaire, in other words, various measuring instruments are 
used to make up one questionnaire for this study.  
 
3.4.1  Measuring instruments utilised in this study 
The organisational ethicality scale, used in Reynolds (2003) measured 
employee’s perceptions of organisational ethicality and relative self-ethicality. 
Reynolds (2003) made use of this instrument to measure the perception of 
organisational ethicality among full-time employees, who at that time were 
enrolled in part-time MBA course. Two measuring instruments were taken from 
Reynolds’ (2003) questionnaire namely, perceived organisational ethicality and 
perceived relative self-ethicality respectively. The organisational ethicality-
measuring instrument consisted of five items with two reversed scored items. 
The relative self-ethicality measuring instrument consisted of three items with 
no reversed scored items. 
 
The Organisational Identification Questionnaire (OIQ), developed by Mael and 
Ashforth (1992), will measure organisational identification. This measuring 
instrument consists out of six items. These authors tested the OIQ among 
managers, businesses, and psychology students to ensure the instrument is 
validated and reliable.  
 
The Mental Health Continuum (MHC-SF), developed by Keyes (2009), will 
measure overall employee wellbeing. The MHC-SF was derived from the MHC-
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LF, which originally consist out of 40 items. Both of these instruments measured 
the frequency at which people experience mental health. According to this 
author, people who experience positive mental health are those who rate high 
on “at least one of the three Hedonic wellbeing sub-factors and rate high on at 
least six of the eleven signs of positive functioning” and are called flourishing 
mental wellbeing (Keyes, 2009, p.1). On the other hand, people who experience 
languishing mental health have to score low on at least one of the hedonic well-
being sub factors and rate low on at least six of the eleven signs of positive 
functioning (Keyes, 2009).  
 
Keys’ (2009) MHC-SF scale consist of 14 items, divided into three factors, 
namely emotional wellbeing (3 items), social wellbeing (5 items), and 
psychological wellbeing (6 items).  All three of the questionnaires maked up this 
research study’s instrument and a five-point Likert scale will measure the 
questionnaires. After the four measuring instruments were adjusted to 
formulate the composite questionnaire, the questionnaire was distributed to all 
the relevant respondents.  
 
The composite questionnaire consisted of five sections including perceived 
organisational ethicality (five items), perceived relative self-ethicality (four 
items), organisational identification (six items), overall wellbeing (14 items), and 
the demographic section (four items). Each of the first four sections relate to 
one of the four concepts of the study while the fifth section is concerned with 
demographics. Annexure A provides a copy of the electronic questionnaire 
distributed to the sample. 
 
3.5 Questionnaire Method 
 
According to Maholtra (2007, p.299), a questionnaire is a “structured technique 
for data collection that consists of a series of written questions that the 
respondent answers”. The written questions were derived from Reynolds’ 
(2003), Mael and Ashforth (1992) and Keyes’ (2009) measuring instruments 
respectively.  
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After the adaption of the composite questionnaire, the researcher used the 
Survey Monkey web tool to develop an electronic questionnaire. This survey 
software allows users to access the Organisation B questionnaires online. It 
generates a link to the questionnaire and assists in capturing the responses 
electronically in a Microsoft Excel database. 
 
The composite questionnaire’s link was sent in an email to organisation A and 
B’s employees using their irrespective Communique facility. The e-mail 
contained a cover letter, included in Annexure B, which explained the purpose 
of the research. The questionnaire was distributed to organisation A’s 
employees on 30 October 2013. The researcher closed the online 
questionnaire on 05 November 2013, resulting in seven days to complete it. In 
total 81 questionnaires were received of which 80 could be used.  
 
The composite questionnaire link was distributed to organisation B’s employees 
on 14 April 2014 and again on 22 April 2014. The researcher closed the 
questionnaire 30 April 2014, which provided the respondents a total of 17 days 
to complete the questionnaire. The questionnaire was distributed to 55 
employees at organisation B’s head office in Port Elizabeth and 15 usable 
questionnaires were received. 
 
Hard copies of the composite questionnaire were delivered to Organisation C 
on 6 June 2014 and received back on 20 June, providing organisation C with 
14 days to complete the questionnaire. Twenty questionnaires were handed out 
to employees, of which only 16 could be used, due to incomplete 
questionnaires, providing this study with a sample size of 111.  
 
3.6 Data analysis  
 
The coding of the questionnaire was done during its development. The total 
scores for each factor were determined. The raw data was captured in Microsoft 
Excel as already mentioned, thus eliminating data capturing errors. In the case 
of Organisation C, the data was manually captured. To ensure that the accurate 
capturing, the researcher asked a colleague to choose any random five 
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questionnaires and check their entries in the Excel spreadsheet. It was found 
that the data capturing for organisation C was done accurately. 
 
Data analysis was conducted by means of descriptive and inferential statistical 
analysis, done by the researcher. A statistician, from NMMU’s Unit of Statistical 
Consultation, assisted the researcher by checking the researchers’ analyses 
for any errors incurred as well as making use of confirmatory factor analysis, 
analysis of variance, and structural equation modelling to analyse the 
researcher’s proposed model.  
 
3.6.1 Descriptive statistics 
 Aron, Aron and Coups (2007, p.2) defines descriptive statistics as a “procedure 
for summarising a group of scores or otherwise making them more 
comprehensible”. The researcher made use of descriptive statistics by means 
of frequency tables that contained the mean, standard deviation, median, 
minimum, and maximum for each of the four concepts previously mentioned. 
 
 The mean is the average score of a series of numbers that measures the central 
tendency of data. Standard deviation is the “square root of the variance”. The 
variance is the “mean squared deviation of all the values from the mean” 
(Maholtra, 2007, p.461).  
 
3.6.2 Inferential statistics  
Inferential statistics is the “procedure for drawing conclusions based on the 
scores collected in a research study but going beyond them” (Aron et al., 2007, 
p.2). The researcher made use of inferential statistics in the form of 
confirmatory factor analysis, Pearson’s product moment correlation, t-test, 
analysis of variance (ANOVA), and structural equation modelling (SEM), as 
discussed in more detail below. The researcher used Microsoft Excel 2007 and 
Statistica Version 10 for all of the data analysis. 
 
3.6.2.1 Confirmatory factor analysis 
According to Brown (2009, p.72) one conducts confirmatory factor analysis to 
“establish the parameters of the measuring model that produces a predicted 
variance-covariance matrix that represents the sample variance-covariance 
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matrix as closely as possible.” Harrington (2009) simplifies this definition by 
stating that conducting confirmatory factor analysis assists with determining 
whether the model fits the data. In order to determine whether distinct second-
order factors are present in a model, eigenvalues were calculated. Eigenvalues 
are “singular values that are derived for each dimension and indicates the 
relative contribution of each dimension in explaining the variance in the 
categories” (Hair et al., 2010). 
 
3.6.2.2 Pearson’s product moment correlation 
According to Malhotra (2007), Karl Pearson first proposed the Pearson’s 
product moment correlation, hence the name. However, it is also known as the 
product moment correlation. According to Malhotra (2007, p.536) product 
moment correlation (r) is defined as “a statistic summarising the strength of 
association between two metric variables”.  
 
3.6.2.3 T-test 
 Malhotra (2007, p.479) defines the t-test as a “univariate hypothesis test using 
the t distribution, which is used when the standard deviation is unknown and 
the sample is small”. The author continues to state that is useful for when a 
sample size is less than 30. 
 
If two variables indicate a statistical significant relationship, the researcher 
calculated Cohen’s d, in order to determine whether a practical significant 
relationship exist between the same two variables. According to Venter (2006, 
in Ballantine, 2007, p.83) Cohen’s D “is the difference between the means of 
two groups divided by the standard deviation of either group”. A Cohen’s d of 
0.20 is accepted as a small effect, 0.5 medium effects and 0.8 as a large effect 
(Pietersen, 2014).  
 
3.6.2.4 Analysis of variance  
Analysis of variance (ANOVA) is “a statistical technique for examining the 
differences among means for two or more populations (Malhotra, 2007, p.505). 
Using ANOVAs will enable the researcher to determine whether there is a 
relationship between each of the measuring instruments and the 
demographical variables.  
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The Tukey HSD test is a post hoc test used in research to test a dependent 
variable between all possible pairs of group differences in order to establish 
whether a statistical significant relationship exist (Hair et al., 2010). According 
to Black (2012), Tukey HSD tests are popular when multiple comparisons are 
made. This author further explains that the Tukey HSD test “determines the 
critical difference necessary between the means of any two levels for the means 
to be significantly different” (Black, 2012, p.424). 
 
3.6.2.5 Structural equation modelling 
Hair et al. (2010, p.608) defines structural equation modelling as “a statistical 
model that seeks to explain the relationships among multiple relationships”. In 
doing this type of analysis the researcher will be able to verify the “structure of 
the interrelationships within the multiple regression equation”. Two multivariate 
techniques namely, factor analysis and multiple regression analysis, underpins 
SEM. This author further discuss that the three characteristics of SEM are the 
“estimation of multiple and interrelated dependence relationship, the ability to 
represent unobserved concepts, and to define a model” (Hair et al., 2010, 
p.609). 
 
The researcher chose SEM to provide a thorough understanding of the multiple 
relationships as illustrated in Chapter 2 as the proposed model. According to 
Hair et al. (2010, p.627) there are six stages in conducting SEM. Figure 3.1 
below illustrates these six stages. 
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Figure 3.1. The six steps of Structural Equation Modelling (Hair et al., 2010, 
p.627) 
 
Chapters 1 and 2 of this research study discussed stages one and two of the 
model. The various measured variables were identified and the path diagram 
was proposed and discussed based on the theoretical findings in Chapter 2. 
Hair et al. (2010) states that the constructs used in the measured model should 
have its foundation in theory.  This chapter discussed the sample size and its 
suitability to conduct SEM in section 3.3.5 (Stage 3).  The next section in this 
chapter will discuss the construct validity of the measurement model (Stage 4). 
Once determining the construct validity, the researcher will specify and assess 
the structural model as indicated in step five and six. However, the last two 
steps in the six-step model of SEM will only be discussed in the findings chapter 
of this research study.  
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3.7 Reliability and Validity 
 
The researcher improved the validity and reliability of the empirical study by 
adapting a composite questionnaire previously used by researcher. Content 
validity was measured by linking the instrument’s content to the literature 
component (Malhotra, 2007). This author continued to state that one can 
determine construct validity by utilising measures used in previous studies and 
built on a theoretical foundation.  
 
The researcher improved the validity and reliability of the study by making use 
of statistical analysis and obtaining data that is representative of the population. 
Cronbach alpha coefficients assisted in determining the reliability of the 
measuring instruments used in this study. The reliability was found to be above 
0.60 criterion that is suggested by Malhotra (2007). Table 3.1 illustrates the 
outcome of this statistical analysis. 
 
Table 3.1: Cronbach alpha values for each subscale of the measuring 
instrument 
 
Subscale  Cronbach alpha: 
Present study 
Cronbach alpha: 
Previous 
studies 
Organisational Ethicality 0.88 0.91 
Relative Self-Ethicality 0.87 0.77 
Organisational Identification 0.83 >0.84 
Overall Wellbeing 0.90 0.89 
Emotional Wellbeing 0.80 > 0.80 
Social Wellbeing 0.83 >0.80 
Psychological Wellbeing 0.87 >0.80 
 
Reynolds (2003) indicated that the perceived organisational ethicality and 
perceived relative self-ethicality irrespectively delivered a Cronbach alpha of 
0.91 and 0.77 in a study conducted among MBA students. The current study 
reliability results indicated a Chronbach alpha of 0.88 and 0.87 respectively. 
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The Organisational Identification (OIQ) questionnaire has proven a reliability 
score of 0.85 in Mael and Ashforth’s (1992) study amongst Alma Maters of a 
university. Mael and Ashforth additionally found a Cronbach alpha of 0.89 in a 
study among U.S Army squad members. Breytenbach et al. (2012) the 
researchers found the instrument to be reliable in the South African context with 
a Cronbach alpha of 0.76. The current study confirm these results with a 
Cronbach alpha of 0.83.  Keyes (2009) stated that the reliability of the MHC-
SF, tested over period of 6 and 9 months, and both occasions delivered a 
reliability score of 0.60. Lamers, Westerhof, Bohlmeijer, Klooster and Keyes 
(2010) investigated the reliability of the Mental Health Continuum - Short Form 
(MHC-SF) and found the Chronbach alpha to be 0.89. This study produced a 
reliability score of 0.90 which is slightly higher than Lamers et a.l (2010). 
 
3.8 Ethical Consideration 
 
All respondents that took part in the empirical investigation were ensured that 
their responses would be kept confidential. The researcher also ensured that 
all respondents were aware that participation was voluntarily. Respondents 
could opt out at any stage if they so wished. The researcher was honest about 
the objectives of the study and provided the employees with a summary of 
perceived organisational ethics, relative self-ethicality, organisational 
identification, and wellbeing.  
 
Before conducting research with employees, it is imperative to gain ethics 
approval from participating institutions. The researcher thus adhered to the 
necessary ethical clearance procedures at NMMU and was granted ethics 
approval from NMMU’s RTI Committee in September 2013. The ethics number 
provided was H13-BES-IOP-031. 
 
3.9 Conclusion 
 
 Chapter 3 provided the reader with on overview of the method that was followed 
by the researcher. The introduction reminded the reader of the objectives of the 
study. A summary of the hypothesis was given. The sample, instrument, survey 
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method, data analysis, reliability, validity, and the ethical considerations were 
further more discussed in this chapter.  
 
The following chapter will discuss the main findings of the study. The 
quantitative study’s sample profile and results will be discussed. The chapter 
will conclude with a discussion on each of the hypotheses.  
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CHAPTER FOUR 
 
RESULTS 
 
 
4.1 Introduction 
 
Chapter four will discuss the results obtained in this research study. The researcher 
will provide the distribution of the study’s sample and thereafter highlight in detail the 
descriptive as well as the inferential statistics. Lastly, the researcher will discuss the 
hypothesis and elaborate on how the results influence the proposed model. 
 
4.2 Distribution of the sample 
 
This section of the Chapter will further examine the distribution of the sample. A total 
of 111 questionnaires were collected for this research study. Due to various 
complications with the initial sample, the researcher had to include additional 
organisations that were more accessible to the researcher, as explained in Chapter 
three.  
 
A total of 80 respondents completed the questionnaire from Organisation A. 
Organisation B provided the researcher with a total of 15 questionnaires whereas 16 
responses were obtained from Organisation C. This represents a response rate of 65 
per cent (%) (111 responses from a total of 169 employees within the three 
organisations under study). Although the researcher would have preferred to 
accumulate more than 120 responses, the statistician for this study informed the 
researcher that a sample of 111 questionnaires would be sufficient for the data 
analysis (Pietersen, 2014). Siddique (2013) confirms that a sample of higher than 100 
is sufficient for structural equation modelling. 
 
4.2.1 Gender distribution 
 Table 4.1 below depicts the gender distribution for the sample. Table 4.1 indicates that 
94 male and 17 female respondents filled in the questionnaire.  
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 Table 4.1: Gender distribution  
Gender Number in sample Percentage 
Male 94 85% 
Female 17 15% 
Total 111 100% 
  
According to the Sector Skills Plan for the sector in which these organisations fall, the 
gender distribution in the automation industry is 78 per cent (%) male and 22 per cent 
(%) female (MERSETA, 2010). This indicates that the distribution of this sample is 
relatively proportionate to that of the industry under study, and is thus acceptable. 
 
4.2.2 Age distribution  
 Figure 4.1 below indicates that only 26 per cent (%) of the sample distribution is older 
than 35 years and that the majority of the sample is below the age of 34 years old.  
 
In the questionnaire the researcher included two more age categories, namely 
between 65 and 74, and above the age of 75. However, there were no respondents 
older than 64 and these categories were therefore, omitted from the figure below.   
 
 
 Figure 4.1. Age distribution (n=111) 
 
16%
58%
16%
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4%
Age Distribution
18 to 24 25 to 34 35 to 44 45 to 54 55 to 64
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4.2.3 Racial distribution 
 Table 4.2 below indicates that the majority (64 %) of the sample was white individuals. 
It is also important to note that the Asian, Indian and other racial groups only made up 
3 per cent (%) of the sample. 
 
Table 4.2: Racial distribution (n=111) 
Race Number in Sample Percentage 
African 26 23% 
White 71 64% 
Coloured 11 10% 
Other  3 3% 
  111 100% 
 
 
4.3 Descriptive statistics 
 
 This section of the report will discuss the descriptive statistics pertaining to this study. 
In the interpretation of the descriptive statistical results, the researcher used the 
following scale. According to Pietersen (2014), a low mean score is between 1 and 
2.33; a medium score is between 2.33 and 3.67; and lastly, a high mean score is 
between 3.67 and 5.00.  Table 4.4 illustrates the mean, standard deviation, minimum, 
and the maximum scores for each of the measuring instrument’s subscales.  
 
 
 Table 4.3: Descriptive statistics of the composite questionnaire 
  Valid N Mean Median Minimum Maximum Std.Dev. 
OE 111 4.04 4.00 1.40 5.00 0.71 
RSE 111 3.45 3.25 1.50 5.00 0.72 
OI 111 4.14 4.17 1.67 5.00 0.65 
WB_TOT 111 3.88 3.93 1.07 5.00 0.67 
WB_E 111 4.18 4.33 1.00 5.00 0.79 
WB_S 111 3.32 3.20 1.20 5.00 0.92 
WB_P 111 4.19 4.17 1.00 5.00 0.72 
 
 As illustrated in Table 4.3 it is evident that the mean scores for Organisational Ethicality 
(OE), Organisational Identification (OI), and Wellbeing (WB_TOT), which consist of 
Emotional Wellbeing (WB_E) and Psychological Wellbeing (WB_P), are relatively 
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high, considering that a 5-point Likert scale measured the measuring instrument. 
Relative self-ethicality (RSE) as well as Social Wellbeing (WB_S) has a medium mean 
score. 
 
Psychological wellbeing has the highest mean score of 4.19, and is closely followed 
by emotional wellbeing with a mean score of 4.18. Organisational identification 
followed emotional wellbeing with a mean score of 4.14. Social wellbeing had the 
lowest mean score of 3.32 and is considered a medium score. These mean scores 
indicate that the respondents are experiencing high levels of psychological wellbeing 
and emotional wellbeing and identifies strongly with their respective organisations.  
 
The standard deviation for social wellbeing, as indicated in Table 4.3 was the highest 
with a score of 0.92, closely followed by emotional wellbeing and psychological 
wellbeing, with a standard deviation score of 0.79 and 0.72 respectively. This indicates 
that emotional wellbeing, social wellbeing and psychological wellbeing was mostly 
dispersing around the mean score.  
 
The lowest standard deviation score was that of organisational identification with a 
score of 0.65. This indicates that the responses to the items relating to organisational 
identification mostly clustered around the mean and that most of the respondents 
varied from the mean with point 0.65. 
 
4.3.1 Descriptive statistics per organisation 
The descriptive statistics of each individual organisation were separately calculated. 
Table 4.4 shows the descriptive statistics for each of the organisations that participated 
in this study. 
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 Table 4.4: Descriptive statistics per organisation  
 OE RSE OI WB_TOT 
Organisation Mean N Std.Dev. Mean N Std.Dev. Means N Std.Dev. Mean N Std.Dev. 
Org_A 4.09 80 0.61 3.40 80 0.75 4.12 80 0.65 3.96 80 0.66 
Org_B 3.68 15 1.06 3.55 15 0.47 3.90 15 0.68 3.76 15 0.66 
Org_C 4.10 16 0.72 3.61 16 0.76 4.45 16 0.55 3.44 16 0.69 
All Groups 4.04 111 0.71 3.45 111 0.72 4.14 111 0.65 3.88 111 0.67 
 
 WB_E WB_S WB_P 
Organisation Mean N Std.Dev. Mean N Std.Dev. Means N Std.Dev. 
Org_A 
4.27 80 0.76 3.41 80 0.90 4.27 80 0.67 
Org_B 
3.87 15 0.89 3.27 15 0.90 4.11 15 0.76 
Org_C 
4.02 16 0.75 2.94 16 1.00 3.83 16 0.84 
All Groups 
4.18 111 0.79 3.32 111 0.92 4.19 111 0.72 
  
 According to the result in Table 4.4, Organisation A’s employees and Organisation’s 
C’s employees perceive their organisations to be ethical with similar mean scores of 
4.09 and 4.10 respectively. Organisation C’s employees perceive themselves as more 
ethical than Organisation B and Organisation A with mean scores of 3.61, 3.55 and 
3.40 respectively. Additionally, Organisation C’s employees identify more strongly with 
their organisation than those of organisation A and B with a mean score of 4.45. 
 
 However, Organisation A’s employees experience higher levels of wellbeing 
(WB_TOT) as they scored the highest mean scores in each of the three categories of 
wellbeing namely, emotional, social, and psychological wellbeing. However, it is 
interesting to note that Organisation A scored the highest mean score in emotional 
and psychological wellbeing, but low in social wellbeing. 
 
 Table 4.4 displays the standard deviation scores calculated for each of the constructs. 
It is interesting to note that Organisation B’s respondents’ results with regard to 
perceived organisational ethicality are the most dispersed from the mean with a 
standard deviation score of 1.06. This implies that Organisation B’s employees are not 
in agreement whether their organisation is perceived as ethical.  
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4.3.2 Descriptive statistic per demographic variable 
 This section will provide insight to the descriptive statistics for each of the 
demographical variables discussed in section 4.2 of this Chapter. These 
demographical variables include gender, age, and race. 
 
4.3.2.1 Gender 
 Table 4.5 below presents the descriptive statistics for gender calculated. 
 
 Table 4.5: Descriptive statistics for the gender distribution  
  OE RSE OI 
WB_TOT 
 Gender  
Mea
n N 
Std.Dev
. 
Mea
n N 
Std.Dev
. Mean N 
Std.Dev
. 
Mea
n N 
Std.Dev
. 
Male  4.06 
9
4 0.73 3.50 
9
4 0.72 4.19 
9
4 0.64 4.10 
9
4 0.63 
Female 3.91 
1
7 0.58 3.18 
1
7 0.69 3.85 
1
7 0.67 3.84 
1
7 0.67 
 
Gender 
WB_E WB_S WB_P 
Mean N Std.Dev. Mean N Std.Dev. Mean N Std.Dev. 
Male 4.15 94 0.80 3.28 94 0.93 4.14 94 0.73 
Female 4.33 17 0.72 3.55 17 0.85 4.44 17 0.57 
 
 Table 4.5 illustrates that females and males are both experiencing high levels of 
perceived organisational ethicality, organisational identification, and overall wellbeing. 
The reader should take note that the mean scores are relatively close to each other 
for each of the constructs and therefore shows no unique difference between male 
and female respondents. 
 The standard deviation scores indicate that females were more in consensus with 
regard to their responses as their standard deviation scores were lower than those of 
the male respondents, for each of the six measuring scales. 
 
4.3.2.2 Age 
Descriptive statistics were conducted to determine differences between the age 
groups. Table 4.6 illustrate the descriptive statistics for the age distribution of the 
sample. Due to the small number of respondents in the age groups 35 to 44, 45 to 54 
and 55 to 64, the researcher decided to combine these three groups. 
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 Table 4.6: Descriptive statistics for the age distribution 
  OE RSE OI WB_TOT 
 Age  
Mea
n N 
Std.De
v. 
Mea
n N 
Std.De
v. 
Mea
n N 
Std.De
v. 
Mea
n N 
Std.De
v. 
18 - 24  4.01 17 0.84 3.13 17 0.75 4.21 17 0.48 4.09 17 0.52 
25 - 34  4.02 64 0.67 3.46 64 0.62 4.04 64 0.70 3.80 64 0.74 
35+  4.09 30 0.72 3.59 30 0.86 4.32 30 0.58 3.91 30 0.58 
All 
Groups 4.04 111 0.71 3.45 111 0.72 4.14 
11
1 0.65 3.88 
11
1 0.67 
 
Age  
WB_E WB_S WB_P 
Mean N Std.Dev. Mean N Std.Dev. Mean N Std.Dev. 
18 - 24  4.45 17 0.56 3.62 17 0.79 4.29 17 0.66 
25 - 34  4.13 64 0.88 3.17 64 0.95 4.17 64 0.78 
35+  4.13 30 0.67 3.47 30 0.89 4.16 30 0.63 
All 
Groups 4.18 111 0.79 3.32 111 0.92 4.19 111 0.72 
 
 Table 4.6 indicates that there is a marginal difference between the mean scores for 
organisational ethicality (OE) among the three different age groups. The mean scores 
for relative self-ethicality (RSE) increases slightly the older the respondents are.  
 
The age group 35 and older identified more strongly with their organisation (OI) with a 
mean score of 4.32, followed by the age group 18 to 24, who scored a mean score of 
4.21 and lastly, ages 25 to 34 who scored a mean of 4.04. All of these mean scores 
are high and therefore all age groups identify strongly with their organisations. 
 
The respondents between the ages of 18 and 24 experienced stronger emotional 
wellbeing (WB_E) than the other age groups. The age group 18 to 24 also experienced 
the highest social wellbeing (WB_S) with a mean score of 3.62, followed by the age 
group 35 and older with a mean score of 3.47 and lastly, the age group 25 to 34 with 
a mean score of 3.17. Psychological wellbeing (WB_P) was also the highest for those 
respondents between the age of 18 and 24, with a mean score of 4.29 followed by the 
age group 25 to 34, and 35 and older, with mean score of 4.17 and 4.16 irrespectively. 
These results indicate that the younger respondents are experiencing high overall 
wellbeing than those respondents that are older than 25. 
 
The standard deviation score explains that the 18 to 24 age group were in agreement 
with regard to organisational identification, with a standard deviation score of 0.48. 
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However, these groups’ standard deviation score for perceived organisational 
ethicality indicates that they were the most disperse around the mean with a standard 
deviation score of 0.84. 
 
Both the 25 to 34 age group, and the 35 and older age group, were mostly dispersed 
around the mean for social wellbeing with a standard deviation score of 0.95 and 0.89 
respectively. The age group 25 to 34 mostly clustered around the mean with regard to 
perceived relative self-ethicality. The 35 and older respondents mostly clustered 
around the mean, with regard to organisational identification with a standard deviation 
score of 0.58.  
 
4.3.2.3 Racial groups 
Furthermore, descriptive statistics were conducted to determine whether differences 
occurred between the different racial groups. Table 4.8 illustrates the descriptive 
statistics for this sample’s race distribution. Due to the small number of respondents 
in the Coloured, Asian, Indian, and other racial groups, the researcher decided to 
group these respondents together for the statistical analysis. 
 
Table 4.7: Descriptive statistics of the race distribution 
 OE RSE OI WB_TOT 
 Race 
Groups Mean N Std.Dev. Mean N Std.Dev. Mean N Std.Dev. Mean N Std.Dev. 
African 3.96 26 0.46 3.58 26 0.83 4.19 26 0.57 4.21 26 0.51 
White 4.12 71 0.77 3.42 71 0.68 4.19 71 0.63 3.80 71 0.59 
Other 3.73 14 0.68 3.36 14 0.74 3.80 14 0.82 3.64 14 1.07 
All 
Groups 4.04 111 0.71 n 3.45 111 0.72 4.14 111 0.65 3.88 111 0.67 
 
 
WB_E WB_S WB-P 
Race Groups Mean N Std.Dev. Mean N Std.Dev. Mean N Std.Dev. 
African 
4.27 26 0.62 3.80 26 0.97 4.51 26 0.43 
White 
4.18 71 0.77 3.18 71 0.79 4.12 71 0.65 
Other 
4.00 14 1.12 3.13 14 1.18 3.89 14 1.19 
All Groups 
4.18 111 0.79 3.32 111 0.92 4.19 111 0.72 
 
Table 4.7 illustrates that white individuals perceive their organisation to be more ethical 
(mean score of 4.12) than African individuals and other race groups (mean score of 
3.96 and 3.73 irrespectively). African respondents perceived themselves to be more 
66 
 
ethical with a mean score of 3.58, followed by white respondents with a mean score 
of 3.42 and lastly, the other race groups with a mean score of 3.36. African and white 
respondents both identified with their organisations strongly with a mean score of 4.19. 
 
African respondents are experiencing higher levels of emotional wellbeing than that of 
white and other racial groups with a mean score of 4.27 as oppose to 4.18 and 4.00 
respectively. African respondents are also experiencing high social wellbeing and 
psychological wellbeing with mean scores of 3.80 and 4.51 respectively.  
 
The standard deviation score indicates that African respondents were in consensus 
with regard to psychological wellbeing with a standard deviation score of 0.43. 
However, this racial group mostly dispersed around the mean score with regard to 
social wellbeing as indicated with a standard deviation score of 0.97. 
 
White respondents clustered more around the mean with standard deviation score of 
0.63 with regard to organisational identification. Additionally, they are more dispersed 
with regard to social wellbeing with a standard deviation score of 0.79.  
  
4.4 Inferential statistics 
  
The subsections following discuss the inferential statistics for this study. 
 
4.4.1 Confirmatory factor analysis 
 According to Hair et al. (2010, p.604) confirmatory factor analysis (CFA) can be used 
to determine the “squared multiple correlation of a measuring variable”, such as the 
composite questionnaire used in this study. The aim of CFA is to endorse the structure 
of the measuring instrument, to ensure its relationship to previous research.  
 
Confirmatory factor analysis was conducted to determine the contribution of each 
scale to the composite questionnaire used in this research study. Perceived 
Organisational Ethicality (OE), Perceived Relative Self-Ethicality (RSE), and 
Organisational Identification (OI) scales only consist of five, four and six items 
respectfully, whereas the Wellbeing scale consists of fourteen items. In order to 
conduct the confirmatory factor analysis, the researcher decided to conduct the 
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analysis separately for the Wellbeing scale. Table 4.8 indicates the confirmatory factor 
analysis eigenvalues for perceived organisational ethicality, perceived relative self-
ethicality and organisational identification. Rotation Oblique was conducted to 
determine the presence of factors. 
 
Table 4.8: Confirmatory factor analysis eigenvalues and factor loadings for perceived 
organisational ethicality, perceived relative self-ethicality and organisational 
identification 
 
  
Factor 
1 2 3 
OE1 -.021 .092 .897 
OE2 .080 .086 .764 
OE3r .308 -.151 .487 
OE4r .113 -.144 .728 
OE5 -.095 .029 .796 
RSE1 -.073 .862 .077 
RSE2 .031 .766 -.029 
RSE3 .006 .931 -.064 
RSE4 .120 .621 .027 
OI1 .526 .101 .099 
OI2 .697 .012 .118 
OI3 .890 -.027 -.106 
OI4 .879 .028 -.133 
OI5 .575 .068 .094 
OI6 .350 -.017 .142 
Extraction Method: Principal Axis 
Factoring.  
Rotation Method: Oblimin with Kaiser 
Normalization. 
a. Rotation converged in 8 iterations. 
 
Items OE3 and OE4 were reversed items (r) in the measuring instrument. This 
indicates that the scores had to be adjusted as the scores are reversed to the other 
items, where respondents indicated a score of one, it is seen as strongly agree and a 
score of five is seen as strongly disagree.  
 
Table 4.8 highlighted all of those factor loadings that are greater than 0.4. This table 
clearly indicates that there are three factors present, confirming the items used in the 
questionnaire. OI6 was not included as an item in the statistical analysis as it has a 
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loading of less than 0.40. However, Table 4.9 indicates that wellbeing was not only 
one measuring instrument such as in the case of perceived organisational ethicality, 
perceived relative self-ethicality and organisational identification. The wellbeing 
measuring instrument showed a possibility of two or three factors.  
 
Table 4.9: Target rotated factor matrix for overall wellbeing 
 Factor 1 Factor 2 Factor 3 
OW1 0.530 0.082 0.265 
OW2 0.710 -0.072 0.203 
OW3 0.796 0.141 -0.122 
OW4 0.311 0.436 0.089 
OW5 0.109 0.683 -0.076 
OW6 -0.052 0.851 0.019 
OW7 -0.096 0.743 0.027 
OW8 -0.191 0.732 0.051 
OW9 0.012 0.052 0.702 
OW10 -0.267 0.008 0.930 
OW11 0.278 0.187 0.406 
OW12 0.029 -0.045 0.742 
OW13 0.029 -0.066 0.783 
OW14 0.331 0.124 0.434 
 
It is evident from Table 4.9 that Overall Wellbeing (WB_TOT) consists of three factors. 
Item 1 to 3 of the overall wellbeing factor represents Factor 1. Items 4 to 8 represents 
Factor 2, and items 4 to 9 represents Factor 3 of the overall wellbeing construct in the 
composite questionnaire. Keyes (2009) stated that overall wellbeing has three 
subscales namely emotional, social, and psychological wellbeing respectively. The 
target rotated factor matrix match perfectly with the items from Keyes’ (2009) 
theoretical findings. 
 
4.4.2 Pearson’s product moment correlation 
 The proposed model, discussed in chapter two, mentioned an additional variable 
namely, cognitive dissonance (Cog_Dis) between perceived organisational ethics and 
relative self-ethicality. Reynolds (2003) indicated that cognitive dissonance occurs 
because individuals perceive themselves to be more ethical than how they perceive 
others. Therefore, the researcher calculated cognitive dissonance as the difference 
between perceived organisational ethics mean score and relative self-ethicality mean 
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score. The researcher included cognitive dissonance in the correlation analysis as this 
concept was part of the proposed model of this study.  
 
Table 4.10 displays the correlations, calculated to determine the relationships between 
the four constructs as well as wellbeing’s three factors.  
 
Table 4.10: Correlation coefficients for the measuring instrument  
 OE RSE OI WB_E WB_S WB_P WB_TOT 
OE        
RSE 0.054       
OI 0.544 0.253      
WB_E 0.334 -0.055 0.397     
WB_S 0.268 0.123 0.193 0.484    
WB_P 0.288 0.077 0.313 0.560 0.538   
WB_TOT 0.346 0.082 0.337 0.744 0.857 0.861  
Cog_Dis 0.680 -0.696 0.205 0.281 0.102 0.150 0.189 
 Red indicates statistically significant correlations (p<0.05) 
 
 Table 4.10 indicates the correlation coefficient (r-values) or the constructs. The blue r-
values, are those values correlation coefficient (r-value) is above 0.30 and indicates a 
practically significant relationship. In Table 4.10, the red r-values indicate a statistically 
significant relationship with a significance level of less than 0.05 at a probability level 
of less than 0.05. Table 4.10 further illustrates that a statistically significant relationship 
exists between Social Wellbeing (WB_S), Psychological Wellbeing (WB_P), with a 
significance level of less than 0.05. Additionally, a practically significant, positive 
relationship exists between organisational ethics (OE) and Organisational 
identification (OI), Emotional Wellbeing (WB_E), wellbeing in total (WB_TOT), and 
cognitive dissonance with an r-value of higher than 0.30. 
 
These results indicate that the stronger the respondents perceive their organisation to 
be stronger, the stronger they will experience organisational identification and 
experience higher levels of emotional wellbeing, social wellbeing and psychological 
wellbeing. The reverse is also applicable. In other words, employees who identify 
strongly with their organisation are also likely to perceive their organisation to be more 
ethical and experience stronger levels of emotional wellbeing, social wellbeing and 
psychological wellbeing.  
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 Perceived relative self-ethicality on the other hand only has a statistically significant 
relationship with organisational identification and cognitive dissonance with a 
significance level of less than 0.05. However, perceived relative self-ethicality and 
organisational identification have a positive relationship, whereas cognitive 
dissonance and perceived relative self-ethicality have a negative relationship. These 
results can be interpreted that the more ethical an individual perceives him or herself 
to be, the stronger his or her organisational identification would be. Furthermore, a 
strong perception of one’s own ethicality will result in a lower level of cognitive 
dissonance between perceived relative self-ethicality and perceived organisation 
ethicality. 
 
 Organisational identification has a statistically significant relationship exists between 
organisational identification and social wellbeing, with a significance level of less than 
0.05. A practically significant positive relationship exists with emotional wellbeing, 
psychological wellbeing, as well as cognitive dissonance with an r-value of higher than 
0.30. Therefore, the stronger organisational identification is, the higher the levels of 
emotional wellbeing, social wellbeing, psychological wellbeing will be. Therefore, the 
stronger the level of organisational identification, the higher the level of Cognitive 
dissonance will be for the sample under study. 
 
 Emotional wellbeing has a statistically significant positive relationship with cognitive 
dissonance with a significance level of less than 0.05. a practically significant 
relationship exists between social wellbeing and psychological wellbeing with r-values 
of above 0.30 and therefore indicates that the higher levels of emotional wellbeing are 
experienced, the higher the level of social wellbeing and psychological wellbeing will 
be. Secondly, the higher the levels of emotional wellbeing experienced by an 
individual, the higher the level of Cognitive dissonance experienced by the same 
individual. 
 
 
 
4.4.3 T-tests 
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Table 4.11 illustrates the t-test results for gender as well as the Cohen D score for 
practical significance. A Cohen’s d of 0.20 is accepted as a small practical significant 
effect, 0.5 medium practical significant effects and 0.8 as a large practical significant 
effect (Pietersen, 2014).  
 
Table 4.11: T-test for gender 
 Mean Mean t-value df P Valid N Valid N STD STD Cohen’s D 
Male Female    Male Female Male  Female  
OE 4.06 3.91 0.82 109 0.4119 94 17 0.73 0.58  
RSE 3.50 3.18 1.70 109 0.0920 94 17 0.72 0.69 0.45 (M) 
OI 4.19 3.85 1.99 109 0.0488 94 17 0.64 0.67 0.53 (L) 
WB_E 4.15 4.33 -0.87 109 0.3851 94 17 0.80 0.72  
WB_S 3.28 3.55 -1.13 109 0.2611 94 17 0.93 0.85  
WB_P 4.14 4.44 -1.60 109 0.1118 94 17 0.73 0.57  
 
The researcher conducted an additional inferential statistical analysis by means of a 
t-test to be able to identify whether there was any significant relationship between 
gender and the six factors. Additionally, the researcher utilised Cohen’s d to determine 
whether the statistical significant differences have any practical significance. Table 
4.11 illustrates these results. 
 
The t-test indicated that no statistical significant relationship exist between perceived 
relative self-ethicality and gender at a significance level of 0.05. However, a 
statistically significant relationship existed between perceived relative self-ethicality 
and gender at a significance level of 0.10 (p < 0.10). A significant relationship of 0.10 
still provides strong evidence against the null hypothesis (pietersen, 2014) and 
therefore this relationship between perceived relative self-ethicality and gender will be 
seen as a statistical significant relationship. Cohen’s d indicated this relationship has 
a small practically significant difference of 0.45 [0.20 < |d| < 0.50]. The mean scores 
of both males and females indicate that male respondents perceive themselves to be 
more ethical than females. Therefore, that gender influences how self-ethicality is 
perceived. 
 
Another statistically significant relationship exists between organisational identification 
and gender with a p value of 0.0488 (p < 0.05). Cohen’s d indicated that it is a 
practically significant relationship with a medium significant difference of 0.53 [0.50 < 
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|d| < 0.80]. The mean score indicates that male respondents also identified stronger 
with their organisations than female respondents. Therefore, males and females 
experience the level of organisational identification differently. This result contradicts 
the findings in Breytenbach et al. (2012), where there was no statistically significant 
relationship existing between gender and organisational identification. 
 
4.4.4 ANOVAs 
In order to establish whether there are statistical significant differences between 
organisations and the four constructs, the researcher made use of analysis of variance 
(ANOVA). Table 4.12 indicates these results. 
  
Table 4.12: Analysis of variance for each of the constructs  
  F p 
OE 2.25 0.1102 
RSE 0.75 0.4768 
OI 2.96 0.0563 
WB_TOT 2.83 0.0636 
WB_E 2.10 0.1280 
WB_S 1.79 0.1724 
WB_P 2.65 0.0753 
  
 
 There are no statistically significant or practical significant differences between 
perceived organisational ethicality, perceived relative self-ethicality, organisational 
identification, overall wellbeing, as the p value for the ANOVA is above the significance 
level of 0.50.  The researcher further conducted ANOVAs to determine whether 
statistically significant and practical significant differences exist between the 
measuring instrument and the demographical variables. 
 
4.4.4.1 ANOVAs for the age distribution 
The researcher conducted analysis of variance on the age distribution. However, no 
statistically significant relationship existed between age and the four constructs as all 
of the p-values are above the significance level of 0.05. Table 4.13 displays these 
results. 
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Table 4.13: ANOVA for the age distribution 
 
  F p 
OE 0.13 0.8755 
RSE 2.29 0.1065 
OI 2.05 0.1341 
WB_TOT 1.26 0.2874 
WB_E 1.20 0.3064 
WB_S 2.25 0.1107 
WB_P 0.23 0.7988 
(No significant differences)  
 
Therefore, there is no statistically significant or practical significant influence of age on 
perceived organisational ethicality, perceived relative self-ethicality, organisational 
identification and overall wellbeing. 
 
4.5.4.2 ANOVAs for racial distribution  
The researcher conducted analysis of variance to determine whether statistically 
significant differences exist between race and the four constructs. Table 4.14 
illustrates the outcome of the ANOVA. 
 
Table 4.14: ANOVA for the racial distribution 
  F p 
OE 2.06 0.1329 
RSE 0.58 0.5630 
OI 2.25 0.1102 
WB_TOT 4.72 0.0109 
WB_E 0.53 0.5897 
WB_S 4.94 0.0089 
WB_P 4.38 0.0148 
 
Statistically significant differences exist between race and overall wellbeing (p = 
0.0109) at a significance level of 0.05. Additionally, WB_S (p = 0.0089) as well as 
psychological wellbeing (p = 0.0148) at a significance level of 0.05. Based on the 
above-mentioned result, the researcher utilised Tukey honest significant difference 
(HSD) test for further analysis.  
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Table 4.15: Tukey HSD test between race and social wellbeing 
 African White Other 
African   0.73 (M) 0.64 (M) 
White   0.0089    
Other    0.0640 0.9762   
 
Bottom diagonal contains p-values. Top diagonal contains Cohen's D values. 
Red indicates statistically significant differences at the 5% level (p<0.05). 
Blue indicates statistically significant differences at the 10% level (p<0.10). 
 
Table 4.15 illustrates that a statistically significant differences exists between white 
respondents and WB_S (p = 0.0089) at a significance level of 0.05, and has medium 
practical significance with a Cohen’s d score of 0.73 [0.50 < |d| < 0.80]. Table 4.7 
indicated that African participants had the highest mean score of 3.80. A statistically 
significant differences also exists between other racial groups and WB_S (p = 0.0640) 
at a significance level of 0.10, and has a medium practical significance with a Cohen’s 
d score of 0.64 [0.50 < |d| < 0.80]. Table 4.7 provides insight to these results as African 
participants scored the highest mean score of 4.51. 
 
Table 4.16: Tukey HSD test between race and psychological wellbeing 
  African White Other 
African   0.65 (M) 0.80 (L) 
White     0.0437    
Other     0.0228 0.4937   
 
Bottom diagonal contains p-values. Top diagonal contains Cohen's D 
values. 
Red indicates statistically significant differences at the 5% level 
(p<0.05). 
 
Table 4.16 illustrates the outcome of the Tukey HSD test between race and the 
variable psychological wellbeing. The results indicate that statistically significant 
differences exist between white individuals and psychological wellbeing (p = 0.0437) 
at a significance level of 0.05, and has a medium practical significance with a 
difference score of 0.65 [0.50 < |d| < 0.80]. Secondly, a statistically significant 
relationship exist between other racial groups and psychological wellbeing (p = 
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0.0228) with a probability level of 0.05, and has a large practical significance with a 
difference score of 0.80 [0.80 < |d| < 1.00].   
 
4.4.5 Structural equation modelling 
 The section to follow will discuss whether the structural model is valid. According to 
Hair et al (2010), non-centrality tests assists in determining whether a structural model 
fits with a null model. Hair et al. (2010, p.324) explains that a Null model is the model, 
“which acts as the baseline for making comparisons of improvement in model fit”. 
These authors continue to state that the null model is the model without independent 
variables, used to compare any other proposed model. 
 
The non-centrality fit indices determine the acceptability or not of a proposed model 
(Hair et al., 2010). According to the authors, the point estimate has to be less than 
0.05 for the structural model to be a good fit. Table 4.17 illustrates the non-centrality 
fit indices for the proposed model.  
  
Table 4.17: Non-centrality fit indices 
  
Lower 
90% Point 
Upper 
90% 
 
Conf. 
Bound Estimate 
Conf. 
Bound 
Steiger-Lind RMSEA Index 0.078 0.090 0.101 
 
In Table 4.18 the point estimate is greater than 0.05 and therefore the model does not 
fit. Hair et al. (2010) suggest that a value of between 0 and 1 can be obtained from 
testing the structural model.  
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Model-Fit Criteria Acceptable Level Interpretation 
Goodness-of-fit index 
(GFI) 
0 (no fit) to 
1 (perfect fit) 
Value close to 0.90 or 0.95 
reflect a good fit 
Adjusted GFI (AGFI) 
0 (no fit) to 
1 (perfect fit) 
Value adjusted for df, with 0.90 
or 0.95 a good model fit 
Root-mean square 
residual (RMR) 
< 0.05 
Value less than 0.05 indicates a 
good model fit 
Standardised RMR 
(SRMR) 
0.05 to 0.08 
Value of 0.05 to 0.08 indicate 
close fit 
Normed fit index 
0 (no fit) to 
1 (perfect fit) 
Value close to 0.90 or 0.95 a 
good model fit 
Figure 4.2. Various model-fit criteria and acceptable fit interpretations (Schumacker 
& Lomax, 2010, p.76). 
 
Schumacker and Lomax (2010) suggested the combination of various model-fit criteria 
to determine whether the proposed model fits. Table 4.18 indicates the single sample 
fit indices for various model-fit criteria. 
 
Table 4.18: Single sample fit indices 
  Value 
Joreskog GFI 0.723 
Joreskog AGFI 0.666 
Bentler-Bonett Normed Fit Index 0.694 
Bentler-Bonett Non-Normed Fit Index 0.802 
Bentler Comparative Fit Index 0.824 
Bollen's Rho 0.659 
Bollen's Delta 0.826 
  
 Table 4.18 illustrates that none of the values are above 0.9 and confirms the non-
centrality test result that the model is not a good fit. It is clear in the above interpretation 
that the proposed model was not a good fit. The statistics were reviewed and an 
alternative model was found to be a better fit. Table 4.19 indicates the non-centrality 
test for the alternative model. 
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Table 4.19: Non-centrality fit indices 
 
Lower 
90% Point Upper 90% 
  
Conf. 
Bound Estimate 
Conf. 
Bound 
Steiger-Lind RMSEA Index 0.049 0.065 0.079 
 
 The values of RMSEA of less than 0.08 imply an acceptable model fit and values of 
less than 0.05 imply a good fit (Browne, & Cudeck, 1993). Therefore, Table 4.19 
illustrates that the point estimate is above 0.05 and therefore the alternative model is 
not an acceptable fit. However, following Schumacker and Lomax’s (2010) suggestion, 
additional model-fit criteria standardized RMR were also conducted in order to confirm 
that the alternative model is an acceptable fit.  
 
Table 4.20: Single sample fit indices 
  Value 
Joreskog GFI 0.798 
Joreskog AGFI 0.746 
Bentler-Bonett Normed Fit Index 0.776 
Bentler-Bonett Non-Normed Fit Index 0.892 
Bentler Comparative Fit Index 0.908 
Bollen's Rho 0.741 
Bollen's Delta 0.909 
SRMR 0.078 
 
Additionally Hu and Bentler (1998) state that a standardised root mean square residual 
(SRMR) less than 0.8 (as depicted in Figure 4.2) can be considered to be a good fit. 
Therefore the alternative model is an acceptable fit. 
 
Table 4.21 will illustrate the relationships that do exist among the variables within the 
alternative model that has an acceptable fit. The red values indicate a significance 
level of less than 0.05. 
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Table 4.21: Alternative model estimates 
 
Parameter 
Estimate 
Standard 
Error T Statistic 
Prob. 
Level 
 (Cog_Dis)-->[Cog_Dis] 1 0   
 (Org_Ethic)-2->[OE1] 0.845 0.034 25.043 0.0000 
 (Org_Ethic)-3->[OE2] 0.799 0.040 19.885 0.0000 
 (Org_Ethic)-4->[OE3r] 0.703 0.053 13.167 0.0000 
 (Org_Ethic)-5->[OE4r] 0.813 0.038 21.273 0.0000 
 (Org_Ethic)-6->[OE5] 0.736 0.049 15.030 0.0000 
 (Org_Ethic)-13-(Cog_Dis) 0.705 0.054 13.142 0.0000 
 (Org_Ident)-14->[OI1] 0.586 0.069 8.491 0.0000 
 (Org_Ident)-15->[OI2] 0.761 0.048 15.927 0.0000 
 (Org_Ident)-16->[OI3] 0.836 0.038 22.001 0.0000 
 (Org_Ident)-17->[OI4] 0.816 0.041 20.138 0.0000 
 (Org_Ident)-18->[OI5] 0.654 0.061 10.679 0.0000 
 (Org_Ident)-19->[OI6] 0.407 0.086 4.757 0.0000 
 (WB_E)-20->[OW1] 0.829 0.047 17.534 0.0000 
 (WB_E)-21->[OW2] 0.779 0.052 15.067 0.0000 
 (WB_E)-22->[OW3] 0.679 0.062 10.896 0.0000 
 (WB_S)-23->[OW5] 0.688 0.060 11.409 0.0000 
 (WB_S)-24->[OW6] 0.867 0.043 20.335 0.0000 
 (WB_S)-25->[OW7] 0.705 0.059 12.039 0.0000 
 (WB_S)-26->[OW8] 0.649 0.065 10.020 0.0000 
 (WB_P)-27->[OW9] 0.743 0.053 13.969 0.0000 
 (WB_P)-28->[OW10] 0.779 0.049 15.949 0.0000 
 (WB_P)-29->[OW12] 0.741 0.053 13.856 0.0000 
 (WB_P)-30->[OW13] 0.767 0.050 15.244 0.0000 
 (ZETA4)-54-(ZETA2) 0.384 0.089 4.326 0.0000 
 (ZETA4)-55-(ZETA3) 0.431 0.090 4.766 0.0000 
 (ZETA3)-56-(ZETA2) 0.390 0.090 4.333 0.0000 
 (Cog_Dis)-57->(Org_Ident) -0.413 0.127 -3.250 0.0012 
 (Org_Ethic)-58->(Org_Ident) 0.869 0.115 7.575 0.0000 
 (Cog_Dis)-59->(WB_E) 0.225 0.094 2.387 0.0170 
 (Org_Ident)-60->(WB_E) 0.429 0.094 4.579 0.0000 
 (Cog_Dis)-61->(WB_S) 0.060 0.104 0.575 0.5652 
 (Org_Ident)-62->(WB_S) 0.206 0.108 1.900 0.0574 
 (Cog_Dis)-63->(WB_P) 0.052 0.100 0.523 0.6009 
 (Org_Ident)-64->(WB_P) 0.369 0.100 3.702 0.0002 
Red indicates statistically significant parameter estimate (p<0.05) 
 
In order to get the better fit of the model, the researcher omitted OW4, OW11 and 
OW14 and allowed the disturbances of emotional wellbeing, social wellbeing and 
psychological wellbeing to correlate (the ZETA’s). The latter was necessary since the 
three WB factors are related (Pietersen, 2014). 
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 Table 4.22 indicates that there is a statistically significant relationship between 
Cognitive dissonance and OI with a significance level of 0.01. With a T statistic of -
3.309, there is a negative correlation between cognitive dissonance and organisational 
identification. Thus, the higher the level of Cognitive dissonance (the difference 
between OE and RSE) experienced by an employee the lower the level of 
organisational identification with the organisation.  
 
 Secondly, there is a statistically significant relationship between perceived 
organisational ethicality and organisational identification with a probability level of less 
than 0.01. This is a positive relationship indicating that the higher the employee’s 
perception of his or her perceived organisational ethicality, the higher the level of his 
or her organisational identification.  
 
 A statistically significant relationship exists between cognitive dissonance and 
statistical significant relationship of 0.05. Therefore, the higher the level of cognitive 
dissonance the higher the c experienced by the employee.  
 
A statistically significant relationship exists between organisational identification and 
emotional wellbeing and psychological wellbeing with a significance level of less than 
0.01. A positive relationship exists between organisational identification, emotional 
wellbeing and psychological wellbeing, which suggest that the higher the level of 
organisational identification, the higher levels of emotional wellbeing and 
psychological wellbeing the employee will experience respectively. 
 
4.5 Hypothesis testing 
 
 This section of the dissertation will test the hypotheses whilst taking into consideration 
the above results. Table 4.22 illustrates the probability level for each of the 
hypotheses, and whether the hypotheses is accepted or rejected. 
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Table 4.22: Hypothesis testing scores 
 p Hypothesis 
Hypothesis 1 0.5768 Rejected 
Hypothesis 2 0.0000 Accepted 
Hypothesis 3 0.0305 Accepted 
Hypothesis 4.1 0.0002 Accepted 
Hypothesis 4.2 0.0425 Accepted 
Hypothesis 4.3 0.0008 Accepted 
Hypothesis 5.1 0.0028 Accepted 
Hypothesis 5.2 0.2877 Rejected 
Hypothesis 5.3 0.1158 Rejected 
 
 Each of the relevant subsections that are to follow discusses Table 4.22. 
 
4.5.1 Hypothesis 1 
 H1 stated that organisational ethicality influence the relative self-ethicality of an 
individual. The correlation results in Table 4.10 indicated that no statistically significant 
relationship exist between organisational ethicality and relative self-ethicality. The 
SEM results in Table 4.21 confirm this result. Thus H1 is rejected. 
  
4.5.2 Hypothesis 2 
 H2 stated that perceived organisational ethicality will influence organisational 
identification. The correlation result displayed in Table 4.10, indicated that a positive, 
statistically significant relationship exists between organisational ethicality and 
organisational identification with a significance level of 0.05. The SEM results confirm 
this statistically significant relationship in Table 4.21 with a significance level of less 
than 0.01. Thus, H2 is accepted. 
 
4.5.3 Hypothesis 3 
 H3 suggested that cognitive dissonance between perceived organisational ethicality 
and perceived relative self-ethicality will influence organisational identification. Table 
4.10 indicated that a positive, statistically significant relationship exists between 
cognitive dissonance and organisational identification with a significance level of 0.05. 
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The SEM result in Table 4.21 confirms this result with a significance level of 0.05. 
Thus, H3 is accepted. 
 
4.5.4 Hypothesis 4 
 H4 stated that organisational identification will influence wellbeing. Therefore, H3 will 
be subdivided into the following hypothesis: 
 
H4.1  Organisational Identification will influence Emotional Wellbeing 
H4.2 Organisational Identification will influence Social Wellbeing 
H4.3 Organisational Identification will influence Psychological Wellbeing 
 
The correlation results in Table 4.10 indicate that there is a statistically significant 
relationship between emotional, social, and psychological wellbeing, with a 
significance level of 0.05. However, the SEM results in Table 4.21 illustrated that 
organisational identification only has a statistically significant relationship with 
emotional wellbeing and psychological wellbeing, with a significance level of 0.05. The 
reason for this is that the items related to social wellbeing had to be omitted in order 
for the model to fit. Thus, H4.1 and 4.3 is accepted. Although, H4.2 was accepted in 
Table 4.22 above, social Wellbeing is excluded from the alternative model in the next 
section of this dissertation. 
 
4.5.5 Hypothesis 5 
 H5 originally stated that cognitive dissonance will influence overall wellbeing. 
However, based the theoretical findings established that overall wellbeing consist of 
emotional, social, and psychological wellbeing. Therefore: 
 
 H5.1 Cognitive dissonance will influence emotional wellbeing 
 H5.2 Cognitive dissonance will influence social wellbeing 
 H5.3 Cognitive dissonance will influence psychological wellbeing 
 
 The correlation results in Table 4.10 suggest that a statistically significant relationship 
only exist between cognitive dissonance and emotional wellbeing, with a significance 
level of 0.05. The SEM results in Table 4.21, on the other hand, confirm the correlation 
results. Thus, H5.1 is accepted, but H5.2 and H5.3 are rejected.  
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4.5.6 Alternative Model 
 The model proposed in Chapter two of this dissertation, was based on the theoretical 
findings of the literature review. Figure 4.3 illustrates the theoretically proposed model.  
 
  
 
  
 
 
 
 
 
Figure 4.3. Theoretically proposed model 
 
The proposed model was not a good fit according to the results discussed in this 
Chapter. However, an alternative model was found to be an acceptable fit for this 
study. Figure 4.4 below illustrate the alternative model found to be an acceptable fit, 
as well as those hypotheses that were accepted in the previous section of this 
dissertation. 
 
  
  
 
 
 
 
 
 
Figure 4.4. Alternative Model 
 
The first adjustment made to the theoretical model, proposed in Chapter one of this 
dissertation, were to separate overall wellbeing into emotional wellbeing, social 
wellbeing, and psychological wellbeing. Therefore, hypothesis three was separated 
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and consists of H4.1, H4.2, and H4.3, as well as hypothesis four into H5.1, H5.2 and 
H5.3. 
 
Based on the SEM result in Table 4.21 in this Chapter, the researcher omitted Social 
Wellbeing from the alternative model. Additionally, hypotheses H2, H3, H4.1, H4.3 and 
H5.1 were included as those hypotheses were accepted.  
 
 4.6 Conclusion 
 
This Chapter examined the empirical results found in this research study. Firstly, the 
chapter discussed the distribution of the sample, followed by a summary of the 
reliability of the measuring instrument, then an analysis of the descriptive statistics. 
The next section of this Chapter followed the analysis on the inferential statistics, 
explaining the structural equation modelling process, as well as the validity of the 
structured model. Lastly, the researcher tested and re-evaluated the hypotheses 
based on those findings and finding an alternative model of acceptable fit.  
 
The main finding of the results indicated that gender has a practical significant 
relationship with relative self-ethicality and organisational identification. There were no 
statistically significant differences between age and the four constructs.  Racial group 
had a statistically significant relationship with social and psychological wellbeing 
respectively.  
 
The descriptive statistics indicated that all respondents experienced high levels of 
organisational ethicality, organisation identification, emotional wellbeing, and 
psychological wellbeing. Additionally, the researcher found no statistical significant 
relationship between the three organisations under study and the four constructs. 
Therefore, the differences in the respondents’ answers for each organisation are not 
significant. 
 
The researcher conducted confirmatory factor analysis to verify the factors in the 
measuring instrument. The CFA confirmed the number of factors to that of the 
theoretical findings.  
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The non-centrality fit indicated that the proposed model is not a good fit to that of the 
null model and the single sample fit values supported this finding. However, an 
alternative model proved a better fit than the proposed model. The hypotheses testing 
identified that Hypothesis 2, 3, 4.1; 4.2; 4.3, and 5.1 can be accepted and Hypothesis 
1, 5.1 and 5.3 were rejected.  
 
This Chapter has illustrated and highlighted the results from the quantitative research 
study. The structural equation modelling analysis indicated that the alternative model 
does fit statistically. These results provided valuable information with regard to the 
relationships between the various factors under study. The correlation results and the 
SEM result confirmed the statistical significant relationship. Chapter 5 will discuss 
recommendation and limitations of this study in more detail.  
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CHAPTER FIVE 
 
CONCLUSION, LIMITATIONS AND 
RECOMMENDATIONS FOR FUTURE RESEARCH 
 
 
 
5.1 Introduction 
 
The preceding chapters of this dissertation discussed the theory, method, and results 
of this research study. This chapter will conclude the dissertation by elaborating on the 
limitations of the study and make recommendations for future research with regard to 
organisational ethicality, relative self-ethicality, organisational identification, and 
wellbeing. 
 
5.2 Results and hypothesis 
  
This section of the chapter will summarise the comparisons between the 
organisations, and the statistically significant relationships identified in chapter four of 
this dissertation. Additionally, this chapter explores the implications of these 
statistically significant relationships and make recommendations pertaining to these 
results.  
 
5.2.1 Comparison between organisations 
 Table 4.4 indicated that Organisation A’s employees perceived their organisation to 
be more ethical than those of Organisation B and C. Organisation C’s employees 
believed that they are more ethical than the other two participating organisation’s 
employees  based on their own perceived ethicality. Table 4.4 also indicated that 
Organisation C’s employees identified more with their organisation with a mean score 
of 4.45 than Organisations B. Organisation A’s employees experienced the highest 
level of total wellbeing (consisting of emotional, social, and psychological wellbeing). 
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5.2.2 Demographical variables 
This section will discuss the demographic variables that had a significant influence on 
the four constructs, namely organisational ethicality, relative self-ethicality, 
organisational identification, and wellbeing.  
 
5.2.2.1 Gender 
The t-test result in table 4.11 indicated that gender influences how individuals perceive 
their own ethicality. The results indicated that female respondents perceive 
themselves to be less ethical than male respondents and that gender influences the 
level of organisational identification among respondents. The results indicated that 
male respondents identified more strongly with their organisations than female 
respondents.  
 
Breytenbach et al. (2012) found that gender does not influence organisational 
identification. However, the author’s study focused on undergraduate students 
whereas this study focused on employed respondents. This suggests that 
undergraduate students identifies differently with their organisation than employees 
identify with their organisation.  
 
According to Peterson, Albaum, Merunka, Munuera and Smith (2010) various gender 
related studies have been conducted on the influence on ethicality. Franke, Crown 
and Spake (1997) found that female students perceive themselves to have higher 
levels of ethicality than male students. However, the latter research study found that 
female’s level of ethicality decreased as they gain work experience. In this study, it 
was found that male respondents perceived themselves to be more ethical than female 
respondents. A number of factors can influence why male respondents believe they 
are more ethical than females. According to Franke et al. (1997) gender difference in 
ethical decision-making are influenced by the individual’s upbringing (different for girls 
and boys), the social structure of families (who is the breadwinner) and lastly, 
individuals behave in line with current gender stereotyping (males are aggressive and 
dominant, whereas females are caring and emotional). 
 
Kennedy and Lawton (1996) on the other hand, reported no difference between male 
and female perceptions of ethicality. It is important to note that these above-mentioned 
87 
 
studies were conducted in the American context. According to Peterson et al. (2010), 
research on individual ethicality gender differences within non-American countries has 
indicated that males’ perception of their ethicality is higher than those of females. The 
above research studies are Americanised and it could be beneficial to conduct similar 
studies in Africa. Culture differences exist between countries and an individual’s 
culture determines their worldview and how they perceive the world around them 
(Francesco & Gold, 1998). The above studies were conducted in America and it will 
be beneficial to see what the results will be under different cultures. 
 
5.2.2.2 Age 
 In Table 4.15 the ANOVA results indicated that there were no statistically significant 
differences between age and the four constructs. Therefore in this study, the age of 
the employee did not influence organisational ethicality, relative self-ethicality, 
organisational identification, and wellbeing. Alleyne, Devonish, Allman, Charles-
Soverall and Marshall (2010) found that younger (age 25 – 35) perceived them to be 
more ethical than older respondents. These findings contradict the findings in this 
study with regard to ethicality. However, these results confirm Breytenbach et al. 
(2012) results that age does not influence organisational identification.  
 
5.2.2.3 Race 
 Table 4.14 indicated that a statistically significant relationship existed between 
wellbeing and racial group at a significance level of 0.05. Through further investigation 
into the three well-being factors (Table 4.13), the results showed that racial group had 
an influence on individuals’ social and psychological wellbeing. Table 4.15 and Table 
4.16 indicated that it was white respondents and other racial groups that had practical 
significant differences with social wellbeing as well as psychological wellbeing.  
 
According to Carter (1995, p.66) an individual’s race influences “how one thinks, feels, 
acts, and perceives the world and others”. White (2007) states that social wellbeing 
measures how individuals perceive society and their existence within that society. 
Therefore, racial identity will influence social wellbeing as our race determines an 
individual’s upbringing and the traditions we have learned through our society and 
community (Carter, 1995).  
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Carter (1995) further explains that an individual’s race has a psychological effect on 
who they are, their upbringing, and how they interact with others. According to Sellers, 
Copeland-Linder, Martin and Lewis (2006) psychological wellbeing has a direct 
influence on racial identity. Bladwin (1984) found that racial identity could influence 
psychological wellbeing depending on how the individual feels about his or her race. 
For example, if an individual embraces his or her race and is content with his or her 
race, they will experience higher levels of psychological wellbeing. 
  
5.2.3 Confirmatory factor analysis 
 The researcher conducted confirmatory factor analysis to determine whether the data 
matches the model. Table 4.8 confirmed that organisational ethicality, relative self-
ethicality, and organisational identification only existed out of items and no additional 
factors were found in these constructs. Table 4.9 indicated that wellbeing on the other 
hand, had a possibility of three factors that corresponded with the research by Keyes 
(2012). These three factors were emotional, social and psychological wellbeing. 
   
5.2.4 Pearson’s product moment correlation 
 Table 4.10 illustrates the statistically significant correlations found between the four 
constructs. Organisation ethicality has a positive statistically significant relationship 
with organisational identification, wellbeing, and cognitive dissonance. This indicates 
that if an employee perceives their organisation to be ethical, the employees will 
experience wellbeing and their level of organisational identification will be stronger. 
 
Relative self-ethicality had a positive statistically significant relationship with 
organisational identification and a negative statistically significant relationship with 
cognitive dissonance. These correlations indicate that as individuals perceive 
themselves to be more ethical their level of organisational identification will be 
stronger. However, it is important to note that the more ethical individuals perceive 
themselves to be, the less cognitive dissonance there is between their perception of 
organisational ethicality and their own ethicality. 
 
Organisational identification has a statistically significant relationship with all of the 
constructs. This indicates that the stronger the level of organisational identification, the 
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higher the perceived level of organisational ethicality, relative self-ethicality, cognitive 
dissonance, and wellbeing will be. 
 
5.2.5 Structural equation modelling results  
 In Table 4.17 and 4.18, the results of the fit indices indicated that the proposed model 
does not fit. However, upon further analysis the researcher established that an 
acceptable model-fit was determined by making use of standardised root mean square 
residual (SRMR) model-fit criteria.  
 
In Table 4.20 indicated that the SRMR was less than 0.80, which can be considered 
a good fit (Hu, & Bentler, 1998). The researcher had to adjust the model in order to 
establish an acceptable model. Table 4.21 displays the alternative model estimates. 
The alternative model was found to be a good fit. However, three items of social 
wellbeing had to be omitted from the analysis. Therefore, the researcher omitted social 
wellbeing from the proposed model as explained in chapter four of this dissertation. 
Additionally, some valuable statistically significant relationships were determined in 
conjunction with the proposed hypotheses. 
 
5.2.5.1 Hypothesis 1 
 H1 stated that organisational ethicality influence relative self-ethicality. The Pearson’s 
product moment correlation results (Table 4.10) and the SEM results (Table 4.21) 
indicated that H1 was rejected. Therefore, how an individual perceive their 
organisation’s ethicality does not influence how they perceive their own ethicality.   
 
5.2.5.2 Hypothesis 2 
 H2 proposed that perceived organisational ethicality will influence organisational 
identification. According to both the Pearson’s product moment correlation results 
(Table 4.10) and the SEM results (Table 4.21), H2 has been accepted. It is 
understandable that this relationship will exist. If an employee perceives his or her 
organisation to be ethical then they are more likely to identify with the organisation. 
The assumption is that employees perceive organisational ethicality as a good 
organisational characteristic. McMurrian and Matulich (2006) agree with this 
assumption that ethics is seen as an important organisational quality. 
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 Tsao (2013) found that internal auditors’ perceptions of their organisational ethics did 
influence their levels of organisational identification. The researcher suggests that one 
can determine the influence of perceived organisational ethicality on organisational 
identification by what value ethics play in the particular individual’s work. Ethical 
behaviour is important in the automation industry, as these organisations are suppliers 
to worldwide organisations such as Volkswagen, General Motors, and Mercedes to 
name a few. They are required to provide these organisations with quotes on 
engineering machines used in the manufacturing process of vehicles. Therefore, they 
should use good quality material and follow safety regulations. Therefore, making 
ethical decisions and promises in order to provide quality products are essential. 
 
5.2.5.3 Hypothesis 3 
 H2 stated that cognitive dissonance between perceived organisational ethicality and 
perceived relative self-ethicality will influence the level of organisational identification. 
The Pearson’s product moment correlation (Table 4.10) and the SEM results (Table 
4.21) indicated accepting H3, as the research found that cognitive dissonance does 
influence organisational identification.  
 
According to Burchard (2011), large gaps between organisational identification and 
relative self-ethicality (cognitive dissonance) can lead to strain on how the individual 
identifies with an organisation. One can expect this relationship. For example, if 
individuals perceive themselves to be more ethical than their organisations, then they 
are less likely to identify strongly with their organisations and opt to seek new 
employment with an organisation that they feel fits with their ethical standards 
(Burchard, 2011). This author proposed a theoretical model that explains the person-
organisation ethical-fit process. This model determines how cognitive dissonance 
plays a role in organisations.  
 
 Barkan, Ayal, Gino and Ariely (2012) state that cognitive dissonance is when 
individuals’ ethical beliefs are tested. They compare their right and wrong beliefs to 
those of other institutions, groups and individuals (Bartels et al, 2004). This 
comparison can cause additional stress on the emotions of an individual if they realise 
that they are either more or less ethical than the comparison group. These emotions 
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can influence how individuals feel about themselves and therefore, influence their level 
of psychological wellbeing.  
 
5.2.5.4 Hypothesis 4.1 
 The Pearson’s product moment correlation (Table 4.10) and the SEM results (Table 
4.21) indicated that H4.1 indicated that organisational identification influences 
emotional wellbeing, and this hypothesis was accepted. Mael and Ashforth (1992) 
stated that organisational identification is an emotional connection between an 
individual and another identity, for example one’s organisation. This sheds light on 
why organisational identification influences emotional wellbeing. If the emotional bond 
between the individual and his or her organisation is strong, the individual will 
experience stronger emotional wellbeing. 
 
 Misha and Bhatnaga (2010) found that emotional dissonance, the difference between 
emotional wellbeing experienced by the individual, and what one expects to 
experience at work, influences the level of organisational identification. According to 
Albert, Ashforth and Dutton (2000) organisational identification theories are based on 
motivation and feelings and therefore are a means of coping with stress. If an 
employee is not experiencing emotional harmony between his or her experience at 
work and their personal lives, the individual’s emotional wellbeing level can influence 
organisational identification (Misha, & Bhatnaga, 2010). 
 
5.2.5.5 Hypothesis 4.2 
 The Pearson’s product moment correlation result in Table 4.10 indicated that there is 
a statistically significant relationship between organisational identification and social 
wellbeing.  However, the SEM results in Table 4.21 indicated that there is no 
statistically significant relationship between organisational identification and social 
wellbeing. In fact, 3 out of the 5 social wellbeing items had to be omitted from the 
analysis in order to find a good fit for the alternative model. 
 
 The omitted items were OW4, OW11 and OW14. These items asked whether the 
respondent felt that they belonged to a community, that they feel that they have trusting 
relationships with others, and that their lives have direction and purpose. 
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5.2.5.6 Hypothesis 4.3 
 H4.3 stated that organisational identification influences psychological wellbeing. 
Carter (1995) suggests that psychological wellbeing focus on an individual’s personal 
identity and the relationship an individual’s identity has with their reference group. This 
research indicates that the relationship between organisational identification and 
psychological wellbeing is not unusual. This reasoning of Carter (1995) indicates to 
social comparison of which Mael and Ashforth (1989) discussed. 
 
 Ashforth and Mael (1989) explained that social comparisons are a part of human 
nature and are part of a psychological process in which individuals evaluate 
themselves against others. The assumption is that if social comparison is a 
psychological process within an individual it will influence the psychological wellbeing 
of an individual. Mael and Ashforth (1989) continue to state that social comparison is 
the foundation of organisational identification theories, by stating that individuals 
identify with certain organisations, groups, and individuals that have similar or 
favourable values as themselves.  
 
5.2.5.7 Hypothesis 5.1 
 H5.1 suggested that cognitive dissonance will influence emotional well-being. This 
hypothesis was accepted. According to Huhtala, Feldt, Lamsa, Mauna and Kinnunen 
(2011) the conflict between perceived organisational ethicality and relative self-
ethicality can cause stress on the emotional wellbeing of an individual. These authors 
continued to explain that this internal conflict could cause burnout and therefore, 
influence the emotional state of the individual. There was limited theoretical research 
found on the effect that ethical dissonance has on emotional wellbeing.  
 
5.2.5.8 Hypothesis 5.2 
 Table 4.10 and Table 4.21 indicated that no statistically significant relationship exists 
between cognitive dissonance and social wellbeing. This suggests that the differences 
between perceived organisational ethicality and perceived relative self-ethicality have 
no influence on an individual’s social wellbeing.  
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5.2.5.9 Hypothesis 5.3 
 Table 4.10 and Table 4.21 indicate that no statistically significant relationship exists 
between cognitive dissonance and psychological wellbeing. The difference between 
how an individual perceives an organisation’s ethicality and how an individual 
perceives his or her own ethicality has no influence on that particular individual’s 
psychological wellbeing. 
    
5.3 Recommendations for future research 
 
Section 5.2.2.3 indicates that race has an influence on social wellbeing. The current 
research (Carter, 1995; White, 2007) on social wellbeing is limited to American studies 
and it will be beneficial to conduct research in the South African context to determine 
the effects of apartheid and current affirmative action legislation on social wellbeing. 
Additionally, section 5.2.2.3 indicated that race has an influence on psychological 
wellbeing. Future research concerning racial identity, the acceptance of racial identity, 
and how it influences psychological wellbeing will be beneficial. Cross-cultural 
research in this regard will also add to the current body of knowledge. 
 
Burchard’s (2011) theoretical model can increase the current knowledge on cognitive 
dissonance. Burchard’s cognitive dissonance model is only a theoretical model and 
requires empirical testing in order to benefit additional research on the influence the 
model has on organisational identification. Additionally, future research could shed 
light on whether an individual’s perceived ethicality will influence the organisational 
ethicality/organisational identification relationship. 
 
Burchard (2011) stated that when individuals perceive an individual, group, or 
organisation’s values differently to how they perceive their own values, it could cause 
stress and conflict internally. Therefore, future research to test psychological wellbeing 
due to individual values compared with organisations, groups or other individuals, 
would be of great value. 
 
This study investigated whether organisational ethicality influences organisational 
identification. This hypothesis was accepted. However, it will be beneficial to conduct 
future research that will shed light on how organisational ethicality influences 
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organisational identification, taking into consideration whether the respondent 
perceives ethics to be an important organisational characteristic.  
 
To conclude, the SEM results indicated that future research is required to determine 
whether social wellbeing has an influence on organisational identification and what 
role social wellbeing plays in organisational ethics. 
 
5.4 Recommendations to the participating organisations 
In chapter two, the researcher provided theoretical evidence of the benefits of ethics 
in organisations. The researcher concluded that ethics has an increasing part to play 
in organisations (Racelis, 2010). Therefore, the way in which employees of a particular 
organisation perceive their organisation’s ethicality is important. The results in Table 
4.10 and Table 4.21 indicated that this is the case in this research study. The way in 
which organisational ethicality is perceived can influence organisational identification.  
 
Literature revealed that organisation identification benefit organisations, as strong 
levels of organisational identification lead to a shared mind-set on decision-making, 
co-operative behaviour, motivation, performance, willingness to go beyond 
expectations, and employee retention. It is recommended that these advantages 
should be used to create an organisational culture, not only through window dressing, 
but also by establishing a deep ethical organisational culture. 
 
Table 4.10 and Table 4.21 found that organisational identification can improve 
employee wellbeing favourably. Haslam and Van Dick (2011) established that 
organisational identification ensures employee wellbeing due to the fact that 
organisational identification satisfies basic human needs such as affiliation, belonging, 
and meaning in their lives.  
 
Organisations can benefit financially through organisational identification through 
increased motivation of staff, increased productivity and decreased employee turnover 
(Millward & Postmes, 2010; Bartels, 2006). Organisations today should consider these 
finding as they not only benefit the organisation financially, but also enhance wellbeing 
among their employees. Today’s work environments are defined by stress and 
pressure and investing in an ethical organisational culture can assist with reaping the 
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benefits of strong levels of organisational identification and employees who are 
experiencing wellbeing in their lives.    
 
5.5 Limitations of the study 
 
One limitation of this study was the lack of respondents in the initial sample size of 
organisation A. Therefore, the researcher extended the research to organisations B 
and C in order to provide a sufficient sample size to conduct the required statistical 
analysis. Additionally, the late inclusion of organisations B and C caused an 
unbalanced sample as the majority of the respondents were employed by organisation 
A. In future research, a more balanced sample should be included to ensure reliable 
comparisons. This also resulted in the three participating organisations not completing 
the composite questionnaire at the same point in time. Therefore, it will be beneficial 
to conduct a similar study with a bigger sample size in order to confirm the current 
results. 
 
Additionally, concepts such as perceived ethicality, relative self-ethicality, 
organisational identification, and well-being are variables that fluctuate. Individual’s 
perception changes as individuals compare themselves to others. This comparison is 
also dependent on what they comparing themselves to and their understanding of 
these variables. Therefore, it is difficult to make reliable comparisons as each 
participating organisation answered the composite questionnaire at a different point in 
time over the duration of one year. This has to be considered when the results of this 
study are being taken into account.  
 
When comparing the three organisations with each other, the assumption is that the 
organisations are in different life cycles and that these organisations may be facing 
different challenges. In order to evaluate the effects of these concepts a longitudinal 
study would be beneficial. If the composite questionnaire could be distributed every 
three to six months over a two-year period, the fluctuation in these constructs can be 
monitored and investigated as the organisation goes through their yearly processes 
and procedures. 
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The sample of this study consisted exclusively of employees in the automation industry 
in the Eastern Cape and therefore, these results cannot be generalised to the wider 
South African population without taking this into consideration.  
 
5.6 Conclusion 
  
 This dissertation investigated employees’ perceptions of organisational ethics and 
perceived relative self-ethicality, and how this influenced employees’ levels of 
organisational identification and wellbeing. A proposed model was introduced in 
chapter one of this dissertation. Chapter two discussed the theoretical background. 
Chapter three provided an overview of the research methodology. Chapter four 
investigated the results of the research study and lastly, chapter five provided a 
discussion on the results and recommend to industry and for future research. 
 
 Ahmadi and Ashrafjahani (2011) stated that individuals’ ethical standards are a part of 
who they are and affects the manner in which they perceive and establish their 
worldviews. Reynolds (2003) continues to state, relative self-ethicality is the way in 
which individuals evaluate their level of ethicality against those of others. Through this 
means of comparison, they determine whether they are more ethical than other 
institutions, groups, or individuals. This research study considered how individuals 
perceive their organisation’s ethicality compared to how they perceive their own levels 
of ethicality. The analysis considered the gap between these two perceptions, known 
as cognitive dissonance. The research determined what influence cognitive 
dissonance has on organisational identification, which is a manner in which individuals 
compare their values with those of an organisation (Ashforth, & Mael, 1992). 
Additionally, this study also investigated the influence of cognitive dissonance on 
employee well-being.  
 
 The results found that gender influences relative self-ethicality and organisational 
identification. The researcher recommended additional research to determine the 
influence of gender on relative self-ethicality in the South African context as the 
majority of research has been conducted in the American context. Secondly, the 
results found that gender also influenced how individuals identify with their 
organisations.  
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 The SEM results indicated that the proposed model was not a good fit to that of the 
null model and the single sample fit values supported this finding. However, an 
alternative model was found to be a better fit than the proposed model. The 
hypotheses testing identified that Hypothesis 2, 3, 4.1; 4.2; 4.3, and 5.1 can be 
accepted and Hypothesis 1, 5.2 and 5.3 were rejected. 
 
 The researcher recommended conducting similar research with a bigger sample size 
and across industries with a balanced sample to make reliable conclusions. 
Additionally, is important to note that the four concepts discussed in this dissertation 
fluctuate over time and a longitudinal study is required to effectively measure the 
influence of organisational ethicality, relative self-ethicality, organisational 
identification, and wellbeing. 
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ANNUXURE A: Questionnaire  
 
Dear Respondent, 
 
You are invited to participate in a study that will identify whether employees’ 
perceptions of organisational and individual ethics influence their level of 
organisational identification and their overall well-being.  
 
Individual’s ethics and moral standards are a part of who they are and affect the way 
individuals think and behave. Individual behaviour has an influence on how they 
behave in the work environment. This behaviour influences how employees identify 
with their organisation.  
 
To participate in the study, you are invited to complete an electronic questionnaire to 
gather your responses. Please note that participation is completely voluntary. All data 
obtained will be treated in a strictly confidential manner and will only be used for the 
purposes of the research. Feedback will be provided to all respondents when the final 
research report is compiled. Our Ethics Clearance number is H13-BES-IOP-031. 
 
Should you wish to participate, please click on the following link: 
 
[Insert URL here]. 
 
Should you have any queries, please contact either the researcher or co-supervisor of 
the study, using the details below. 
 
Kind regards, 
Nadia Breytenbach 
(Researcher: Industrial and Organisational Psychology Masters student) 
S208002342@live.nmmu.ac.za  
 
Michelle Renard 
(Co-supervisor) 
Michelle.renard@nmmu.ac.za 
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041-504-4675
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Dear Respondent 
 
Please complete the following by ticking the appropriate box. Please answer all the 
questions. 
 
Demographic Information* 
Gender Male Female  
Age 18 - 24 25 - 34 35 - 44 45 - 54 55 - 64 65+ 
Race African White Coloured Other  
*For statistical purposes  
 
Questionnaire 
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Perceived relative organisational ethicality 
1 My company is more ethical than the average company      
2 My company is more ethical than most companies      
3 My organisation is not as moral as most organisations      
4 My company is less ethical than the average organisation      
5 Compared to other organisations, my organisation is the most ethical 
organisation 
     
Perceived relative self-ethicality 
6 At my company, I am more moral than many of the people in my 
department 
     
7 At my company, I am more ethical than the average employee      
8 I am more ethical than most of my co-workers      
9 Compared to other employees, I am the most ethical employee      
Organisational Identification 
10 I am very interested of what others think about my organisation      
11 When I talk about my organisation, I usually say ‘we’ rather than ‘they’      
12 When someone criticises my organisation, it feels like an insult to me      
13 When someone praises my organisation, it feels like a personal 
complement 
     
14 My company’s success is my success      
15 If a story in the media criticises my organisation, I would feel 
embarrassed 
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Overall Well-being 
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 During the past month, how often did you feel. .        
1 Happy?       
2 Interested in life?       
3 Satisfied with life?       
4 That you had something important to do to contribute to 
society? 
      
5 That you belonged to a community (like a social group, or 
your neighbourhood)? 
      
6 That your society is a good place, or is becoming a better 
place, for all people? 
      
7 That people are inherently good?       
8 That the way our society works makes sense to you?       
9 That you like most aspects of your personality?        
10 That you are good at managing the responsibilities of your 
daily life? 
      
11 That you had warm and trusting relationships with others?       
12 That you had experiences that challenged you to grow 
and become a better person? 
      
13 That you are confident to think or express your own ideas 
and opinions? 
      
14 That your life has a sense of direction or meaning to it?       
 
 
 
 
